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WORKERS AND SUPERVISORS IN OREGON
CHAPTER I
INTRODUCTION
"I'm the fellow who goes into a restaurant, sits down and patiently
waits while the waitresses do everything but take my order. I'm the fellow
who goes into a department store and stands quietly while the sales clerks
finish their little chit-chat. I'm the man who drives into a gasoline station
and never blows his horn but waits patiently while the attendant finishes
reading his comic book."
"Yes, you might say I'm a good guy. But do you know who else I
am? I am the Fellow Who Never Comes Back, and it amuses me to see you
spending thousands of dollars every year to get me back into your store,
when 1 was there in the first place, and all you had to do to keep me was to
give me a little service, show me a little courtesy."
Author Unknown
The educational system in the state of Oregon, and the nation as a whole has been
responsible for providing various skills to students. One group of skills that had gained
recent attention was employability skills. Although no one group of skills can be given
preference to the elimination of other skills, productive employment of students should be
one of the primary objectives of an educational system. Much like the opening quote, the
identification of employability skills and the determination of which skills to teach at
school may have a phenomenal impact on peoples perception of the quality of service
received for the resources expended. The educational establishment should want its
customers to feel good about the quality of the service rendered if for no other reason than
to gain public support.The State of Oregon had attempted to reform the public education system,
primarily through the passage of the Oregon Education Act for the 21st Century (1991).
The motivation for this action was based on a strong movement of discontent and
dissatisfaction with the current system. One of the first national reports of the last decade
that provided the thrust for the change movement was A Nation at Risk (National
Commission on Excellence in Education, 1983). The report recommended increasing
studies in "basic subject" areas of : English, mathematics, science, social studies, computer
science and foreign language. The system was then challenged with America's Choice:
High Skills or Low Wages (National Center on Education and the Economy, Commission
on the Skills of the American Workforce, 1990), which addressed the specific problems of
low skills and low standards. Better job related training, higher standards for students,
and better school to work transitions were a few of the conclusions the report presented.
With the introduction of the Secretaries Commission on Achieving Necessary
Skills (SCANS) -What Work Requires of Schools" (1991), systematic change had started
from the top down. Educational systems began to rethink how their systems operated.
SCANS was backed with America 2000 (Bush, 1991), which set national standards for
student achievement by the year 2000 and beyond. These standards were to elevate
student achievement to international levels and promote the concept of life long learning.
The State of Oregon, seeing that reform was being addressed on the national level, passed
the Oregon Educational Act for the 21st Century (1991). In addressing the Oregon
Educational Act for the 21st Century (OEA-21), Oregon Revised Statutes (ORS 329.015)
stated in part:3
The Legislative Assembly believes that education is a major civilizing
influence on the development of a humane, responsible and informed
citizenry, able to adjust to and grow in a rapidly changing world. Students
must be encouraged to learn of their heritage and their place in the global
society. The Legislative Assembly concludes that these goals are not
inconsistent with the goals to be implemented under this chapter.
ORS 329.025 continued:
It is the intent of the Legislative Assembly to maintain a system of public
elementary and secondary schools that has the following characteristics:
(9) Provides students with the knowledge and skills that will
provide the opportunities to succeed in the world of work, as members of
families and as citizens of a participatory democracy.
ORS 329.035 stated in part:
(5) the specific objectives of this chapter are:
(a) To achieve educational standards of performance and outcomes that match the
highest of any in the world for all students;
(b) To establish the Certificates of Initial Mastery and Advanced Mastery as new
high performance standards for all students;
(e) To establish partnerships among business, labor and the educational community
in the development of standards for academic professional technical endorsements
and provide on-the-job training and apprenticeships necessary to achieve those
standards.
The OEA-2 I was made up of several key components. Two of these components
included the Certificate of Initial Mastery (CIM), and the Certificate of Advanced Mastery
(CAM). The CIM was designed to provide a benchmark of performance to be achieved.
The CIM "attests to the student's demonstration of mastery of learning outcomes which
will meet world class standards." (Oregon Department of Education, 1993). It was
projected that most students would earn their CIM around the tenth grade. Once students
earned a CIM, they would then focus on specific areas of instruction by working towards4
their CAM. The CAM had the option of combining education from high schools,
community colleges, universities and industry. A student could select CAM programs
from six areas of endorsement: Arts and Communications, Business and Management,
Health Services, Human Resources, Industrial and Engineering Systems, and Natural
Resource Systems.
On the national level, the Department of Labor and the Department of Education
provided funds for National Voluntary Occupational Skills Standards groups to identify
technical and employability skills required for success in specific occupations. From each
of these groups, skills were identified and broken into groups to align with the language
and goals from the SCANS report.
The changes made in Oregon law were made without research to determine
whether input from a national commission was representative of the views of Oregon
employers and employees. This research sought to identify what employability skills were
needed by Oregon school children and where those skills were commonly obtained. In
order to move toward a better system of education, it seemed logical to ask Oregon
employers and workers what was needed and where was it obtained. By identifying the
skills needed by Oregon workers, it was hoped that the new system would be better able
to meet the employability needs of Oregon's future workers.
Purpose of the Study
The primary purpose of this study was to verify employability skills as identified by
multiple National Voluntary Occupational Skills Standards groups, and to determine5
which if any skills were common to all CAM endorsement areas: Arts and
Communications, Business and Management, Health Services, Industrial and Engineering
Systems, Human Resources, and Natural Resources Systems.
Objectives of the Study
Although the skills standards groups were able to identify skills and competencies
thought to be required for workers within specific occupations, they failed to answer
several other questions. The missing data then led to the specific objectives for this study,
which were to:
1. Verify the importance of employability competencies used by employees across
occupational categories as identified by CAM endorsement area groups.
2. Measure the frequency that employability competencies were used by employees
across occupational categories as identified by CAM endorsement groups.
3. Identify how employability competencies were originally acquired by employees
across occupational categories as identified by CAM endorsement groups.
4. Measure if a difference in perception existed between frontline workers and
supervisors for objectives one through three of this study.6
Study Hypotheses
Four null hypotheses were tested in this study:
Ho,:There was no significant difference in the importance of employability
competencies used by employees across occupational categories as identified by
CAM endorsement groups.
Hoe:There was no significant difference in the frequency of employability competencies
used by employees across occupational categories as identified by CAM
endorsement groups.
Ho3:There was no significant difference in where employability competencies were
originally acquired by employees across occupational categoriesas identified by
CAM endorsement groups.
Ho,:There was no significant difference in perceptions of employability competencies
relating to importance. frequency of use, and where originally acquired, between
frontline workers and supervisors.
Delimiters
For the purpose of this research, the following assumptions were made:
1. The companies used in the study were a representative sample of theone hundred
largest employers in the state of Oregon.
2. Individuals surveyed received their education in the United States of America.7
3. Corporate representatives used proper randomization. Although the researcher
helped select the group to be surveyed, the distribution of thesurvey instrument
was performed by company representatives.
4. The specific branch or office provided a representative sample for thecompany
involved. Stores closest to Corvallis, or those identified by thecompany as
matching CAM endorsement group job classifications were used. Multiple
stores/sites were used in some cases to reach the desired number of workers within
the company.
Limitations of the Study
1. Due to the lack of information concerning the total number of workers in each
CAM endorsement area, the survey was not stratified.
2. Although companies were identified to be assigneda specific CAM endorsement
area. companies provided employment from a number of the CAM endorsement
areas and lacked a homogenous environment.
3. Companies that chose not to participate limited the target participationrate,
specifically in the Arts and Communication endorsementarea: none of the
companies were willing to participate.8
Definitions of Terms
Front line worker - Primary tasks dealt with product or providing a service.
Supervisor - Primary tasks dealt with supervising or activities besides frontline
production.
CAM - Certificate of Advanced Mastery. Students must have met high performance
outcome standards that emphasized the application of knowledge and skills in varied,
realistic environments. The CAM could be earned with credits from high schools,
community colleges, universities, businesses or all of the above.
CIM - Certificate of Initial Mastery. The CIM represented a benchmark of learning and
knowledge. Requirements for the CIM included: that a student have the knowledge and
skills to read, write, problem solve, think critically and communicate across the disciplines
at a quality equal to any at national levels by the year 2000 and at international levels by
the year 2010. The CIM assured that students exhibited the capacity to learn, think,
reason, retrieve information and work effectively alone and in groups. A CIM was
required for entry into college preparatory and academic professional technical programs
leading to the appropriate CAM endorsement.
OEA 21 - Oregon Education Act for the 21st Century. Chapter 329 of the Oregon
Revised Statutes dealt with the legislation passed in 1991 to reform education in the state
of Oregon.9
CHAPTER TWO
REVIEW OF LITERATURE
Industry and labor have a vital stake in the skilled worker program; they
cannot prosper without it.The worker himself in learning skills, will have
greater job security and greater economic security. He will become more
flexible and be able to shift jobs as conditions demand.
Our manpower planning must, therefore, be based on the following
principles:
We cannot waste our manpower through lack of training.
We cannot waste it through discriminatory practices.
We cannot neglect our schools.
We cannot waste the capabilities of the women in our work force through
shortsightedness and bias.
We cannot afford the prejudice which today is depriving so many older
workers of useful and productive jobs.
We must guard and nurture our human resources as we have not guarded
and nurtured our natural resources. For upon the breadth, depth and scope of
the skills of American workers depend the hopes of the free world.
James P. Mitchell,
Secretary of Labor, 1955
The American educational system has failed to capture the mandate set before it
forty years ago by then Secretary Mitchell (1955); how to provide students with the basic
skills needed to be successful in employment. Not only had it neglected to identify how
people obtained these skills, but until the early 1990's failed to identify which skills were
needed by students for success. This chapter reviewed the literature concerning
employability skills and how these skills were taught. Reviewed were historically
significant events relating to the questions at hand, modern reforms, and an analysis of
research based on the Secretaries Commission on Achieving Necessary Skills (1991).10
History
Over the past eighty years, American education has moved from a structured,
prepare students for work function (Dewey, 1916); to college preparation and to develop
a well-rounded citizen function (National Center on Education and the Economy,
Commission on the Skills of the American Workforce, 1990). The recent release of the
Secretaries Commission on Achieving Necessary Skills (1991) was a catalyst for the
returned focus on competencies and job skills.
Around the turn of the century, John Dewey promoted the belief that education
should be used to raise the consciousness of the student. He believed the primary concern
of the educational system should be to develop democratically minded citizens. Under the
critical theorist model promoted by Dewey, vocational exploration should be used to gain
knowledge and expand the mind. If school were used only for developing technical
vocational skills "education would then become an instrument of perpetuating unchanged
the existing industrial order of society, instead of operating as a means of its
transformation- (Dewey, 1916).
In the opposing view. Charles Prosser and David Snedden promoted the social
efficiency theory that vocational education should in fact provide for a specific vocation
(Wirth. 1972). They worked toward specific definitions of liberal and vocational
education. and with the concept that students should be trained in "the actual functioning
content of a given occupation." Prosser continued his work of defining vocational
education as a means toward a specific vocation with his sixteen theorems of vocational
education (Prosser & Allen, 1925):11
1. Vocational education will be efficient in proportion as the
environment in which the learner is trained is a replica of the
environment in which he must subsequently work.
2. Effective vocational training can only be given where the training
jobs are carried on in the same way with the same operations. the
same tools and the same machines as in the occupation itself.
3. Vocational education will be effective in proportion as it trains the
individual directly and specifically in the thinking habits and the
manipulative habits required in the occupation itself
4. Vocational education will be effective in proportion as it enables
each individual to capitalize his interest, aptitudes and intrinsic
intelligence to the highest possible degree.
5. Effective vocational education for any profession, calling, trade,
occupation. or job can only be given to the selected group of
individuals who need it, want it and are able to profit by it.
6. Vocational training will be effective in proportion as the specific
training experience for forming right habits of doing and thinking
are repeated to the point that the habits developed are those of the
finished skills necessary for gainful employment.
7. Vocational education will be effective in proportion as the
instructor has had successful experience in the application of skills
and knowledge to the operations and processes he undertakes to
teach.
8. For every occupation there is a minimum of productive ability
which an individual must possess in order to secure or retain
employment in that occupation. If vocational education is not
carried to that point with that individual, it is neither personally nor
socially effective.
9. Vocational education must recoanize conditions as they are and
must train individuals to meet the demands of the "market" even
though it may be true that more efficient ways of conducting the
occupation may be known and that better working conditions are
highly desirable.
10.The effective establishment of process habits in any learner will be
secured in proportion as the training is given on actual jobs and not
on exercises or pseudo jobs.
11.The only reliable source of content for specific training in an
occupation is in the experience of masters of that occupation.
P.For every occupation there is a body of content which is peculiar to
that occupation and which practically has no functioning value in
any other occupation.
13.Vocational education will render efficient social service in
proportion as it meets the specific training needs of any group at12
the time that they need it and in such a way that they can most
effectively profit by the instruction.
14.Vocational education will be socially efficient in proportion as in its
methods of instruction and its personal relations with learners it
takes into consideration the particular characteristics of any
particular group which it serves.
15.The administration of vocational education will be efficient in
proportion as it is elastic and fluid rather than rigid and
standardized.
16.While every reasonable effort should be made to reduce per capita
cost, there is a minimum below which effective vocational
education cannot be given, and if the course does not permit for
this minimum of per capita cost, vocational education should not be
attempted.
Many attempts have been made throughout subsequent years to rephrase or update these
statements, without success. Prosser's theorems have been included in modern vocational
teacher training programs (Cole, 1994). They have served as the basis for vocational
education for the past seventy years, and are the cornerstones of all discussion of
vocational education.
The demand for skilled labor in new and emerging jobs. and an understanding of
the training and skills that the rest of the world was putting forth for its work force
(Report of the Commission on National Aid to Vocational Education, 1914) encouraged
passage of federal legislation. The federal government's first major entry into the
vocational movement came with the passage of the Smith Hughes Act (1917) which
provided funding for vocational programs. The act, which provided the groundwork for all
future governmental support of vocational training programs, stated in part:
.... tobe paid to the respective States for the purpose of cooperating with
the States in paying the salaries of teachers. supervisors, and directors of
agricultural subjects, and teachers of trade, home economics, and industrial
subjects, and in the preparation of teachers of agricultural trade, industrial,13
and home economics subjects.... toaid in the organization and conduct
of vocational education, which sums shall be expended as hereinafter
provided.
As first National Director of Vocational Education, Prosser's political connections
allowed him to have a significant hand in the writing of the legislation.
The depression of the 1930's provided an added incentive to government funding
of vocational programs. With high land values and low farm product prices, rural youth
sought out other occupations (Wieting, 1935). This trend was accelerated by the infusion
of farm power to replace the horse powered agriculture of the past. Fewer workers could
produce more food and fiber. Increasingly, students needed skills in areas that they were
not familiar with from home experiences. High school vocational programs provided
students with skills in emerging agriculture and technical fields of employment.
Even with the prosperity following World War II, industrial and government
leaders were concerned with the American workforce being able to maintain a skill level to
meet the demands of employment (Mitchell, 1955). Workers were transferring skills to
civilian industries from defense industries. New high technological systems developed
during the war faced a single skill workforce. Then Secretary of Labor, James P. Mitchell,
referred to the problem of workforce training and readiness as -a crisis."
Yet many experts felt that education had swung too far toward training and away
from academics. The launching of the Russian satellite -Sputnik" in October, 1957
triggered a panic for more math and science education. The next year the National
Defense Education Act of 1958 was passed to provide funding and incentives for
increased science and math education.14
The 1960's saw the U.S. lose world market share and a steady decline in
productivity. For the first time, 5cholastic Aptitude Test (SAT) scores started a steady
decline. With the social turmoil of the sixties and seventies in the United States, the
Dewey and Prosser debates of educational theories began again. This time a new
reproduction theory was added. Bowles & Gintis (1976) presented a socio-political-
economic theory that saw the vocational model as one that reproduced social inequality;a
force that repressed personal development, and promoted capitalism over the members of
society. They further explained (Bowles & Gintis, 1988) that:
We found that three goals were central to the traditional liberal conception
of the social role of schooling. First, education should be egalitarian in the
sense of acting as an effective force for overcoming the natural, social and
historical inequities that tend inexorably to arise in society. Second,
education should be developmental in the sense of providing students with
the means to develop the cognitive, physical, emotional, critical, and
aesthetic powers they possess as individuals and as human beings. Third,
education should be a means of what John Dewey has called the "social
continuity of life."
Much debate was stirred by Bowies and Gintis. but by their own admission, their
theories would require nothing less than a rebellion against the capitalist system to be
effective (Sharp, 1980). Many felt that the social upheaval of the sixtieswas a failed
attempt at changes that Bowles and Gintis fostered.
Although reproduction theory was not accepted into the mainstream of educational
thought, the educational system continued to move away from vocational education. Asa
percentage of the workforce, workers holding a baccalaureate degree had increased from
11 percent in 1959, to 22 percent in 1987 (National Center on Education and the
Economy, Commission on the Skills of the American Workforce, 1990). Withan15
increasing number of students heading for college, schools across the national madea
move away from vocational training programs, and toward college preparation. No
longer was the focus on preparing students for the world of work, but to prepare the
students to be ready for further academic challenges (Colson & Eckerd, 1991).
Modern Education Reform
Although history refers to all events that have occurred prior to the present
moment in time, a division in time was made at this point to clarify a movement back
toward vocational concepts. This division was referred to as the modern education
movement.
As the country continued to move toward the academic track, drop out rates
climbed and SAT scores continuously fell. Many groups started to search for answers to
the growing trend toward educational mediocrity. One of the most stinging reports
released on education in the United States was from The National Commissionon
Excellence in Education (1983) entitled A Nation at Risk: The Imperative for Educational
Reform. The report provided a startling picture of the changes in the public education
system:
Our Nation is at risk. Our once unchallenged preeminence in commerce,
industry, science, and technological innovation is being overtaken by
competitors throughout the world....If an unfriendly foreign power had
attempted to impose on America the mediocre educational performance
that exists today, we might well have viewed it as an act of war. As it
stands, we have allowed this to happen to ourselves. We have even
squandered the gains in student achievement made in the wake of the
Sputnik challenge. Moreover, we have dismantled essential support16
systems which helped make those gains possible. We have, in effect, been
committing an act of unthinking, unilateral educational disarmament.
Our society and its educational institutions seem to have lost sight
of the basic purposes of schooling, and of the high expectations and
disciplined effort needed to attain them.
The recommendations from the report outlined a back-to-basics approach; increased
courses in math and science, foreign language, and longer school days. Within those
recommendations, vocational training was addressed as an important component that
should be provided for students. After the release ofA Nation at Risk, educators and
government officials worked to implement the changes, but many failed to maintain the
vocational training needed to provide students with employability skills upon graduation.
Worker Skill Classifications
The new focus on worker skills began to surface in reports and publications.
Although the concept of teaching employability competencies to students was not a new
idea. it was being addressed from a slightly different perspective. The publication of
America's Choice: High Skills or Low Wages! (National Center on Education and the
Economy, Commission on the Skills of the American Workforce, 1990) addressed the
basic problems facing the nations' public school system and industrial sector; decreased
productivity, low standardized test results, decreased standings against other educational
systems in the world, and higher drop out rates. The report in general provided a message
to return to the concept of preparing students for the workforce, but with a different
approach than Prosser's social efficiency theory. The authors believed that the old system
of learning basic skills is overly simplistic in today's highly organized business and17
industrial systems. In order to provide for a change to a new system, schools,government,
and industry would need to work together to provide the training for all students.First,
students would have a Certificate of Initial Mastery by age sixteen. Througha new
method of performance testing, students would have to meet established standardsto
attain the certification. With the certificate, the student couldgo to work, stay in school,
or go into an advanced technical training program. The states, with federal assistance,
would be responsible for educating all students, even those who couldnot attain the
certificate in a regular school setting. Next, a system of Technical and Professional
certification programs were to be created for students not goingon to a four-year degree
program. Employers would be given incentives for training and assisting workers with
their continuing educational needs, as they related to work. Finally,a state and federal
board would be established to oversee the transition of students from schoolto work.
The same year, Workplace Basics: the Essential Skills Employers Want,
(Carnevale, Gainer, & Meltzer, 1990) presented a similarmessage.Again, it was stated
that American workers lacked the basic skills needed to be successful in employment.
Seven skill groups were identified: learning to learn. 3 R's (reading, writing, and
computation), creative thinking/problem solving, self-esteem/goal setting-
motivation/personal & career development, interpersonal/negotiation/teamwork, and
organizational effectiveness/leadership. As a student attained the first level, learningto
learn, they could move to the next, with each level buildingon the previous.
Generic skills, skills that are valid across occupationalareas, were identified by the
National Center for Research in Vocational Education (Stasz, McArthur, Lewis, &
Ramsey, 1990) as the most important type of skills taught. Theywere in agreement with18
the Workplace Basic's report that basic skills should be taughtto enable students to build
from them. They also focused on the concept of basic,identifiable core skills. They broke
the generic skills into two areas: 1) basic skills, and 2) complexreasoning. They stated
that most employers wanted workers with the complex reasoningskills identified as:
1.Recognition of the problem
2.Analysis of the problem
3.Generation of solution paths
4.Evaluation of (partial) solutions pathsor monitoring as one goes.
5.Repair
6.Reflection (after a solution is achieved).
The study related directly to the question of whatare the basic (generic) employability
skills across all occupational areas, and where theyare acquired.
SCANS
A summative, well regarded report that tied together theresearch that had been
done for the ten years previous was the Secretaries Commissionon Achieving Necessary
Skills (SCANS) report (1991). Completed bya joint effort of the United States
Department of Labor (USDL) and the United States Departmentof Education (USDE),
the SCANS was the first step toward meeting PresidentBush's America 2000 goals
(1991). The purpose of the SCANSwas to: define the skills needed for employment,
propose acceptable levels of proficiency, suggest effectiveways to assess proficiency, and
develop a dissemination strategy for the nation's schools.businesses, and homes.
Based on these specific goals, the commission developedsome workplace know-
how competencies and foundational skills. The fivecompetency areas were:19
Resources; identifies, organizes, plans, and allocates resources (time,
money, and materials).
Interpersonal: works with others (teaches, teams, leadership, and customer
relations).
Information; acquires and uses information ( organizes, interprets, and
computer use).
Systems; understanding complex inter-relationships (understand systems,
monitors and corrects performance, and improves systems).
Technology; works with a variety of technology (selects technology,
applies technology to tasks, and maintains or troubleshoots).
The foundational skills and quality areas were identified as:
Basic Skills; the 3 Ws, plus listening and speaking.
Thinking Skills; decision making, problem solving, and reasoning skills.
Personal Qualities; responsibility, self-esteem, sociability, integrity, and
honesty.
These foundational competencies and skills were thought to provide the basic level of
proficiency for the workplace. Inversely, they represented what level of traininga school
setting was expected to provide for students to be successful in the work setting. It also
sought to improve the school-to-work transition to employer based training by providinga
skill baseline for all graduates. Since its original publication. SCANS has published
several other manuals and reports to target specific groups for inclusion into the reform
effort.
SCANS Based Research
The need, and/or importance of SCANS competencies has been supported by
research. Research performed in the area of industrial and organizational psychology20
(Kanter, Akerman, Murtha, Goff, in press; Ackerman & Kanter, 1993) has indicated thata
relationship existed between productivity/job performance and school experiences. Kanter
(1992) reports specifically:
The developments I have mentioned so far indicate that students entering
the work force during the next decade will be required to demonstrate
general competencies in self-management skills, such as goal setting, self.
monitoring, self-evaluation, and self-reinforcement. From a labor force
perspective, however, knowledge of such skills is most useful when the
individual uses self-regulation skills to enhance job expertise, increase
his/her productivity, or develop innovations in products or processes. In
psychological terms, these organizational needs most closely relate to
student development of a work orientation characterized by achievement
striving and generalized mastery goals. In SCANS terminology, such
characteristics are termed responsibility qualities.
Kanter further stated:
Although work orientation is generally thought of as a relatively stable
individual difference, theory and research in educational psychology
suggests that student preferences for particular types of achievement can be
shaped by school experiences. School experiences that foster mastery and
work motivation will be particularly important for students with lower skill
levels in basic areas, since jobs for these students will likely be of lowpay
and involve repetitive work.
Kanter's research suggested that the lack of basic employability skills not onlywas
harmful to the student from the perspective of finding employment, but also harmfulto
their ability to self-manage and function within society. From the employer's perspective,
they were left with a worker who not only lacked the basic skill to function in the work
place. but also the confidence and mind-set to obtain those basic skills when theywere
made available.21
In some of the first research based on the SCANS, Herrmann (1993) investigated
perceptions of managers in service businesses. The researcher concluded that "because
strong perceptions of personal qualities and interpersonal skills are important to success
on the job in the business services area, schools could better prepare students entering
occupations in this area...." He concluded that "... ourcountry's future rests on
preparing an adequate workforce. It is important that schools consider preparation for the
workforce when determining the purpose of schooling."
These conclusions are important when looking back at the historical approach of
Prosser's social efficiency theory. Herrmann was in effect looking to returnto the
vocational formula of the 1920's.
In examining how co-curricular activities affected the achievement of SCANS
skills, Gant (1993) looked at forty-two co-curricular activities offered by the Kansas State
High School Activities Association. Senior students from six schools participated in the
study. The results concluded that homecoming, standardized testing, basketball, senior
trips, attendance at state tournaments, volleyball, football, pep assemblies, and
plays/musicals were significant in achieving SCANS skills. The resultswere weakened by
the fact that of the original forty-two activities, only fifteen activities had the minimum
fifty participants required for the statistical analysis used in the study. The remaining
twenty-seven activities were eliminated from the study, of which all but one of the class
related Vocational Student Organizations (The National FFA Organization, Future
Business Leaders of America, Distributive Education Clubs of America, Vocational
Industrial Clubs of America, etc.) were excluded. Thiswas a concern since the vocationalclubs scored very well in the original survey. Gant's work was important in that it
provided a student perspective on the source of SCANS skills.
National Voluntary Occupational Skills Standards
From the SCANS competencies and foundational skills, the USDE and the USDL
provided funding for the National Voluntary Occupational Skills Standards. The funding
went to twenty-one industry, commodity, and educational groups to identify and organize
job and industry specific competencies for a given occupation. Each of thegroups then
published (American Chemical Society, 1994; American Electronics Association, 1994;
Bioscience Industrial Skill Standard Project, 1995; Center for Occupational Research and
Development, 1995; Community Support Skills Standards Project, 1994; Councilon
Hotel, Restaurant, and Institutional Education, 1995; Foundation for Industrial
Modernization, 1995; National Automotive Technicians Education Foundation, Inc.,
1994; National FFA Foundation. 1994; Uniform & Textile Service Association, 1994),or
were in the process of publishing competency lists for those occupations. Within the lists,
groups identified employability skills and basic skills for employment to match the
foundational skills and competencies found in the SCANS report. From each National
Voluntary Occupational Skills Standards group, a professional certificationprogram was
to be available to students who could show competence in a given occupational skill area.
Once students were certified. it was expected that: (1) industry would havea vehicle to
inform training providers of skills required for employment,(2) employers would have
more confidence in the skills that a new employee possessed, (3) unions would be able to23
increase job security through member certification,(4) workers would be protected
against dislocation and could enhance their portfolio, (5) educators could provide
appropriate training, and (6) government could have more confidence in expenditures for
training programs (National FFA Foundation, 1994).
Skill Levels
Before detailing employability skill information, it seemed importantto identify
causes of unemployment. Most employees were released not for the lack of technical job
skills or knowledge, but were terminated for absenteeism, insubordination, inabilityto
work with others, and dishonesty (Fancher, 1981; Pascarella, 1984). Althoughmost
vocational educators supported job specific affective domain work skills in the vocational
curriculum, the question remained unclear as to which skills should be taught, and in what
manner. Further complicating the issue was ambiguity as to who best taught the skills that
workers needed.
The National Center on the Educational Quality of the Workforce (1995a) recently
conducted a national survey. The purpose of the surveywas to "provide a baseline from
which to document the practices and expectations of employers in their search fora skilled
and proficient workforce.- From 3,347 employer respondents the following resultswere
tabulated. Over the past three years, skills required to perform productionor support jobs
at an acceptable level had increased for 57% of the establishments surveyed, while
dropping for only 5%. Establishments who provided trainingor schooling for employees
were 81%, with 57% of these establishments increasing training in the last threeyears24
(only 2% decreased). When asked if workers were fully proficient at their current jobs,
32% of the employers said only 75% of their workers were proficient. On a scale of one
being not important, and a five being very important; employers ranked job applicants'
attitude a 4.6, communications skills a 4.2, and teachers' recommendations only a 2.1 as
factors in making hiring decisions.
In the summary of the survey, The National Center on the Educational Quality of
the Workforce concluded that: 1) employers perceived that job skill requirements had
increased. 2) virtually all establishments provided training in some form. 3) nearly one
out of every five workers were considered not fully proficient at their jobs. 4) little
attention was given to measurements of school performance. These results indicated that
the primary skills needed (as described by employers surveyed) to get a job was a good
attitude and communication skills. Although this was overly simplistic, these results
agreed with SCANS foundational concepts; to have increased the basic skills the student
left school with, and improved school-to-work employer training programs.
In a follow-up study, The National Center on the Educational Quality of the
Workforce (1995b) addressed the questionis there a discernible advantage for American
firms either to hire workers with more education or to educate their current workers?" An
increase in employees' education of 10%, gave an 8.6% return in productivity (controlling
for other factors). The researchers pointed out that this ran counter to hiring practices
they surveyed in their first study. They argued that grades should be a hiring factor
associated with employment.
When isolating firms that considered grades as a criterion for hiring, those firms
had a higher average education, increased skill levels, fewer workers hired the past year,25
and a higher proportion of proficient workers. The National Center on the Educational
Quality of the Workforce concluded from this study that -what is required to end the
disconnection between schools and employers are more direct, substantive, and business-
like transactions between the two." Although a relationship was found between improved
productivity and good grades, not all research supported a relationship between grades
and skills. The National Commission on Excellence in Education (1983) reported in their
findings that "grades have risen as average student achievement has been declining." They
further recommended that -grades should be indicators of academic achievement so they
can be relied on as evidence of a student's readiness for further study." High grade point
averages and high job skills did not necessarily correlate.
Conclusion of Literature Review
With the release of the SCANS report, and the National Voluntary Occupational
Skills Standards projects, vocational education had been brought back to a position of
prominence. Although not significantly different from the theorems that Prosser presented
in 1925, public education needed to redesign its curriculum to meet the employment needs
of its students.
Using a river as an analogy, the vocational system of Prosser's era ran deep and
narrow. Programs could, and did focus on a specific aspect of vocational training, and
taught to a specific employment outcome. A welding program in a high school focused on
hands-on technical skills relating to welding. The instruction was very in depth, and did
not spend much time on the breadth of related nontechnical employability skills. The26
vocational programs under the SCANS model needed to run shallower and wider.
Employers expected technical information related to a given occupation to be covered in
depth to provide a skill base for the student. Once the student hadan understanding of the
basic concepts, to a defined, testable standard; the employer finished the technical training
to match industrial standards. In turn, the employer expected a greater breadth of
knowledge from the student: knowledge and skills as outlined by the SCANS foundational
skills and competencies.In both cases, the same volume of water flowed. In the SCANS
system, students had more room to change course because the width of instruction was
valid in most if not all areas of employment. Still holding with the river analogy,once the
student entered an area of employment, the channel was dredged toa depth needed for the
worker to function at the level required by the industry.
As with all analogies, this one had its limitations to convey the change in
vocational education. But it did effectively lead to the questions to be answered by this
research. What was the breadth of instruction that a student should be expectedto know,
and what were the basic skills that all students should possess upon completion of their
public education.17
CHAPTER III
DESIGN AND METHODOLOGY
I do sense the importance of this survey as so many people today
have a very poor work ethic. Too many people don't understand the
objective of a full days work for a full days pay. I've been involved with
my area of work and worked my way up for 33 years now and it seems like
it's taking more employees all the time to accomplish what we used to do
with less people. It seems like people have lost the aggressive give it all
you got work attitude.
Written response of survey participant
The above comment was one of many that addressed concerns by supervisors that
something had been lost in the basic skills required to function in the workplace.
Although many studies from the previous chapter addressed basic skills and the changes
that needed to take place, none were found that represented the views of Oregon
employers and employees in identifying basic employability skills or where theywere
obtained.
The purpose of this chapter was to describe the methodology used in conducting
the study to accomplish the following objectives:
Verify the importance of employability competencies used by employeesacross
occupational categories as identified by CAM endorsementarea groups.
/. Measure the frequency that employability competencieswere used by employees
across occupational categories as identified by CAM endorsement area groups.
3. Identify how employability competencieswere originally acquired by employees
across occupational categories as identified by CAM endorsement area groups.4. Measure if a difference in perception existed between frontline workers and
supervisors for objectives one through three of this study.
Design of the Study
The design of the study was descriptive. Borg and Gall (1989) categorized
descriptive research to, "have greatly increased our knowledge about what happens in
schools.- They continued (Borg & Gall, 1989, p. 331) by characterizing descriptive
research as, "primarily concerned with finding out 'what is'." They identified
observational and survey methods as frequently used to collect descriptive data.
The review of literature showed that research had not been conductedto validate
Oregon worker's employability competencies across CAM endorsementareas, or to
identify where the skills were developed. The question of "what is"was completed within
specific occupational areas. This left the process only halfway completed. What still
needed to be addressed was the issues of whatwere the common skills across CAM
endorsement areas, and where were they originally obtained by workers. Since these
questions had not been answered by other research, itwas appropriate to use descriptive
methods.
Institutional Review Board (IRB) Statement
Federal regulations and Oregon State University policy required review and
approval of all research studies that involved human subjects before investigators could
begin their research. The Oregon State University Research Office and the IRB29
conducted this review to protect the rights and welfare of human subjects involved in
biomedical and behavioral research. In compliance with the aforementioned policy, this
study received the proper review, and was approved on November 27, 1995 (referto
appendix A for letter of approval).
Population
The population of the study was made up of Oregon's largest 100non-government
employers, as identified in 1994 by the Oregon Economic Development Department
(OEDD). The companies represented a total employee base averaging 223,587 workers.
Each company was then assigned to one of the six OEA-21 CAM endorsementareas. The
assignments were made using OEDD identifiers and by phone contact with individual
companies and corporations. The 100 companies broke down into the CAM endorsement
areas with the following numbers associated with each endorsement area:
Arts and Communications 5
Business or Management 39
Health Services 14
Industrial or Engineering
Human Resources 10
Natural Resource Systems 630
From each randomized CAM endorsement area, five employerswere selected. From each
of the thirty employers selected, ten frontline workers and ten supervisorswere selected to
complete the instrument. A random number list was developed to select thetwenty
participants at each site.
Sample Size
Initially, the sample was to be stratified by company within each CAM endorsementarea.
Due to the lack of availability of a specific number of employees within each of the six
endorsement areas, stratification was not possible. In determining sample size, Hinkle,
Wiersma, & Jurs (1988) suggested that four factors must be considered:
1. The level of significance (alpha).
2. The power of the test (1Beta).
3. The population error variance.
4. The effect size.
The level of significance (a), the probability of rejectinga true hypothesis (type I error),
was set at .05. The power of the test (1-0) was set using a 4:1 ratio ofto a, with p
being the probability of not rejecting a false hypothesis (type II error). This resulted ina
power of the test of .80 (144*a]). Since the minimum sample size was determined a
priori, estimated population variance (s2) was used in place of populationerror variance.
Estimated population variance was set at 2.25, and used the following formula where:2(Z/3 -Z)2
n-
d2
n=number of subjects for each group
zrstandard score in the sampling distribution associated with Ha, corresponding to
4,2 for a given power.
Za/2=
31
critical value of the test statistic in the sampling distribution associated with Ho for
a two-tailed test at a given a.
d=effect size divided by standard deviation, which was the standardized effect size.
The effect size was set at 2.5. Standard distribution tables were used to find z scores for
the a of .05 and 13 of .20 respectively. This resulted in the equation for sample size:
I 72[.842-( -1.96)12
( .7 5)2
when rounded equaled 28 surveys per group. Once companies within each endorsement
area were contacted, it became clear that the Arts and Communications companies would
not participate. None of the five companies were willing to aid in the research in any
form. Due to the lack of interest and willingness to participate in improving education in
Oregon, Arts and Communication could not be represented in the research. This left five32
CAM endorsement area groups subgrouped under the two main groups of "frontline
worker" and "supervisor." With ten treatment groups and a sample size of 28 per
treatment level, a minimum sample of 280 from the 500 surveys sent would be statistically
significant, for drawing inference from this study.
Instrumentation
The specific competencies used for the instrument were developed from identified
employability skills, compiled by National Voluntary Occupational Skills Standards
(NVOSS) groups. The groups were funded by the United States Department of Labor,
and the United States Department of Education to identify competencies that were needed
by employees to be able to perform at a specific occupation. All skills standards teams
were contacted by letter (appendix B), and requested to send their competencies to the
researcher. Of the twenty-two skills groups, fourteen responded with competency lists.
From the fourteen, competencies listed with four or more NVOSS groups were included
in the instrument. The original list of competencies were approved by using a delphi
technique and a panel of experts. The panel of experts were: Dr. Lee Cole, Dr. Herschel
Weeks, Dr. Norman Lederman, Dr. Burr Fancher, and Dr. Ken Ahrendt. A final list of
fifty competencies was approved for the instrument.
The instrument was developed by the author, based on the objectives of this study.
From the first objective, "Verify the importance of employability competencies used by
employees across occupational categories as identified by CAM endorsement area
groups," the researcher developed a scale of one through seven, with one being "Not33
Important" and seven being "Very Important" to identify at what level the specified
NVOSS competencies was being used. The second objective, 'Measure the frequency
that employability competencies were used by employees across occupational categories
as identified by CAM endorsement area groups," was measured by a 0-100 scale that
identified employees level of usage per week of each specified NVOSS competency.
Objective three, -Identify how employability competencies were originally acquired by
employees across occupational categories as identified by CAM endorsement area
groups," was measured by a series of options: Home, On the Job, College/University,
Military, School K-12, Sports or Clubs, and Can Not Identify; to identify where the skills
were originally acquired. Objective four, "Measure if a difference in perception existed
between frontline workers and supervisors for objectives one through three," was
determined by demographic information provided by each respondent. The instrument
was printed in two formats; one for frontline workers, the other for supervisors. Content
validity was tested by the aforementioned panel of experts. The instruments used in the
research were listed in appendix C.
Once the survey instrument was completed, a beta test was run to check forerrors,
unclear questions, or mistakes in format. The test was performed in December of 1995 by
workers at Bank of America; Albany, Oregon. Although no changes were made to the
competencies, both the instructions and wording of the questions were clarified.34
Data Collection
All data was collected during January and February of 1996. Initial contact was
made by the researcher over the phone. The researcher requested Human Resources or
Public Affairs Departments as a first point of contact. The company representative was
told the details of the research, offered a copy of the research summaries, and was
informed of a cash drawing for all participants. If requested, a sample copy of thesurvey
and cover letter was forwarded to a contact person. Fifty-one companies were contacted
in order to provide the twenty five companies to participate in the research. The
instrument was delivered to each site, by the researcher. The company representative and
the researcher determined the best method of delivery to the participants. Methods
included; all subjects in one session, small groups, and individual sessions between
company representatives and workers. This variability in distribution was caused by the
need to match specific employers and employee access. For example, some temporary
services companies only met with employees for five minutes a week to deliver paychecks
or other paperwork. The only way to distribute the survey was to attach the instrument to
their paycheck. along with a cover letter. Each survey site was asked to return completed
surveys within two weeks. Subjects completing the survey were asked to place the
completed instrument in the envelope included with the survey. Subjects were instructed
to leave their names off the instrument, but to give their name and company name on the
envelope if they wanted to be included in the drawing. All names and identification
information were destroyed following the cash drawing. Follow-up calls were made to35
ensure that all companies that participated completed and returned the surveys in a timely
manner. Surveys that were missing a significant number of responses were excluded.
Data Analysis
Surveys were input into a Windows based Pentium computer by the researcher.
All statistical manipulations were run on the analysis package SPSS® for Windows®,
version 6.1.
A post hoc test of reliability was run using Cronbach's alpha. Questionsone, two,
and three were rated to be 0.93, 0.96, 0.90, respectively. The compositerate for the
complete instrument was 0.95.
Hypotheses Ho, and Hoe were tested using analysis of variance (ANOVA) toolsat
an alpha of .05. Hypothesis Ho3 used Goodman and Kruskal's tau, a Proportional
Reduction in Error (PRE) tool. Hypothesis Ho, used t-test, ANOVA, and Goodman and
Kruskal's tau to test the three parts of the hypothesis. When the ANOVA showeda
significant variance between groups, Tukey's HSD post hoc multiple comparisontests
were run to identify the specific group or groups with the significant variance. Results
were presented using text, graphics and tables.
The formula for the t-test was calculated:
X1 -X2
2 S2S2
N
IN236
where X, was the sample mean of thegroup, S12 was the variance, and N, was the sample
size.
Table 3.1. Summary ANOVA: The generalcase for one-way classification
Source of Sum of Squares Degrees of Variance Estimate F ratio
Variance Freedom (Mean Square)
BetweenE (AT 2 EnX-- K - 1
K
Within
Total
K=1
K nK
E E (ATik-x<- )2
K=1
Knx
E E (xik-A)2
K=1 1=1
N - K
N- 1
SS3
AISE
K-1
SSw
IVISwN-K
MSB
MSw
where:
K =the number of groups
N =the total number of observations
n =the sample size of each group
Xk =the sample mean
=the grand mean
Xik = the ith score in the kth group
SS, = the within-groups sum of squares
SSA = the between-groups sum of squares
MS= the within-groups mean square
MSB= the between-groups mean square37
The formulas used for the ANOVA were listed in table 3.1 ina summary format.
The ANOVA procedures required two major assumptions. First, eachof the groups were
an independent random sample from a normal population. The precautions of
randomization of the sample selection used in this study upholds theindependently
selection criteria. The second assumption for the procedurewas that in the population,
the variances of the groups were equal. To test thegroups for equal variance, the Levene
Test for Homogeneity of Variance was used. Itwas found that all groups were not
homogeneous. Hinkle. Wiersma, & Jurs (1994) stated that -ANOVA isrobust with
respect to violations of the assumptions, except in the case of unequal variances with
unequal sample sizes." In order to compensate for the unequal variance,the researcher
randomly selected samples from groups to equalize sample sizeto align with the smallest
sample group. The groups were reduced only for the ANOVA analysis.
Where skills are/should be obtainedwere categorized as a nominal measure,
crosstabulations were selected to analyze the data. Goodman and Kruskal'stau PRE tool
was used as an alternative to chi-squared tools. Goodman and Kruskal'stau is computed
by comparing the probability of error in two situations( crosstabulation rows and columns)
divided by the probability of error of the dependant variable:
tau (CAM endorsement group employment position) = (PE(,Am- PEpos)/PE,,,k4=
reduction of error of prediction.
where:
P EcAm
PEpos
Probability of Error for the CAM data.
Probability of Error for the employment position data.38
According to the SPSS for Windows Base System User's Guide (SPSS Inc., 1993); "A
test of the null hypothesis that tau is 0 can be based on the value of (N-1) (c-1) tau
(colirow), which has a chi-square distribution with (c-1) x (r-1) degrees of freedom."
Although the PRE used a chi-square distribution, it was not a chi-square tool and drewa
stronger association between the two groups then chi-square tools were capable of
providing.39
CHAPTER 4
FINDINGS
I think it's great to look for highest priority skills for school-to-work-transition
opportunities.Yet, to declare where students should get these experiences/skills in some
cases seems non-systemic (Peter Senge would be disappointed).
Written response of survey participant
The above comment was one of many that represented the diverse opinions and
experiences of the participants surveyed. Although many studies from the previous
chapters addressed basic skills and the changes that needed to take place. none were found
that represented the views of Oregon employers and employees in identifying basic
employability skills or where they were obtained.
This chapter was written to report the findings of the research. The chapterwas
divided into sections for: survey respondent information, and findings relating to survey
questions one, two, and three. Although there were four research questions. research
question four was answered in part by each of the three survey questions.
Respondent Information
A summary of the respondents was listed in table 4.1. Of the 500 surveys
delivered to twenty-five companies. 392 were returned from the twenty-five companies.
Of the surveys returned, 355 were usable, for a usable return rate of 71%. Sixteen surveys
were removed for being incomplete: twenty-one for mistakes that were made in filling out
the survey. These mistakes included: circling more than one number or response per40
question, marking "Frontline Worker" when completing a supervisors form, and using
percentages instead of numbers for question two.
The respondents were nearly evenly divided between frontline workers and
supervisors, at 51.3% and 48.7% respectively. Over one-third (38.3%) of the respondents
had worked with their current company for five years or less, and nearly half (47.6%)
were in the 26-50 age category. The largest category for "Highest Education Level" was
-High School or GED or Job Training" with 35.2%, closely followed by -Bachelors
Degree- at 31.8%. CAM endorsement areas were well represented except for the Arts
and Communication group which had no respondents.
Table 4.1, Descriptive information from usable surveys.
Descriptive item Item descriptors FrequencyPercent
Position Frontline Worker 182 51.3
Supervision/Administration 173 48.7
Missing 0 0.0
Total 355 100.0
Years with Company0-5 136 38.3
6-10 68 19.2
11-15 44 12.4
16-20 54 15.2
> 20 53 14.9
Missing 0 0.0
Total 355 100.0
Age < 25 29 8.2
26-50 265 74.6
> 51 60 16.9
Missing 1 0.3
Total 355 100.041
Table 4.1,Continued
Descriptive item Item descriptors FrequencyPercent
Gender Male 169 47.6
Female 185 52.1
Missing 1 .3
Total 355 100.0
Highest Education High School or GED or Job Training 125 35.2
Level Trade School 34 9.6
Associates Degree 61 17.2
Bachelors Degree 113 31.8
Masters or Doctoral Degree 19 5.4
Missing 3 0.8
Total 355 100.0
Attended High SchoolYes 200 56.3
in Oregon No 155 43.7
Missing 0 0.0
Total 355 100.0
Participated in StudentYes 78 22.0
Vocational No 277 78.0
Organization Missing 0 0.0
Total 355 100.0
Military Training Yes 56 15.8
No 295 83.1
Missing 4 1.1
Total 355 100.0
Company Strand Art or Communications 0 0.0
Business or Management 68 19.2
Health Services 80 27.5
Industrial or Engineering 82 23.1
Human Resources 56 15.8
Natural Resource Systems 69 19.4
Missing 0 0.0
Total 355 100.042
The first question from the questionnaire dealt with the importance of specific
competencies for employment. The form for Frontline Workers asked the participant to
answer the question specific to their own employment. The form for Supervisors and
Administrators asked the participant to answer the question specific to their employees
employment (see appendix C). Table 4.2 provides rankings, grand means, and standard
deviations for the combined scores. All of the skills rated in the "Moderately Important"
or "Very Important" categories. Twenty-eight of the fifty skills ranked in the "Very
Important" category. The highest mean for the importance category was 6.50 for -Satisfy
customers expectations," while the lowest mean was 3.55 for -Perform computer file
transfers.-
The second question of the questionnaire dealt with the frequency of use of each of
the skills. Table 4.2 provides the rank, mean and standard deviation for each of the skills
as they related to frequency of use. Means for frequency of use ranged from a high of
71.47 for "Communicate well with others.- to a low of 11.41 for -Perform computer file
transfers.- The standard deviations for frequency were relatively high with a range from
40.95 to 23.83. Rank of importance matched closely with most of the ranks for frequency
of use. Only six pairs of rankings differed by more than ten positions (ie. ranked #4 for
importance and #18 for frequency), and they were: "Maintain high standards of attendance
and punctuality" (ranked #3 for importance and #27 for frequency), -Perform simple
operations of basic mathematics" (#22 and #7), -Adapt to new technology and
applications" (#31 and #48), "Use basic numerical concepts such as whole numbers and
percentages in practical situations (#32 and #19), -Demonstrate good keyboarding skills
(#41 and #14), and "Use electronic communications techniques (#44 and #32).Table 4.2, Skills sorted by rank of grand means for importance of skill and comparedto the rank of grand means for frequency used.
Importance
Rank Item
Importance
Mean St. Dev.
Frequency
1
2
3
4
5
6
7
8
9
10
Satisfy customers' expectations (B.4)
Communicate well with others (C.7)
Maintain high standards of attendance and
punctuality (A.9)
Speak clearly and communicate a message
(C.14)
Exhibit positive behavior (B.5)
Demonstrate non-discriminatory behavior
(B.6)
Read and comprehend written
documentation (C.6)
Set high standards (A.8)
Work with team members (B.7)
Follow oral instructions and verbally
explain procedures accurately and clearly
(C.16)
6.50 0.85
6.46 0.78
6.40 0.85
6.33 0.93
6.31 0.91
6.30 1.04
6.30 0.93
6.22 1.01
6.21 0.91
6.19 0.98
Rank MeanISt. Dev.
4
1
27
59.17 40.95
71.47 36.34
35.65 36.97
2 62.61 38.53
3 59.91 39.73
10 48.56 41.15
6 55.29 39.85
12 44.84 40.31
8 49.82 39.15
9 49.53 38.82Table 4.2 (Continued)
Importance
Rank Item
Importance Frequency
Mean St. Dev. Rank Mean St. Dev.
11
12
13
14
15
16
17
18
19
20
21
Pay attention to detail (A.14) 6.14 0.93
Recognize the necessity of being a team 6.09 1.00
member (A.16)
Assure confidentiality of information (C.4) 6.10 1.30
Choose an ethical course of action in all
work assignments and personal
involvement with others (A.11)
Prioritize and organize workload (A.12)
Practice self-starting techniques (A.2)
Comply with safety and health
rules/procedures (A.13)
Follow schedules (A.1)
Complete a team task (B.8)
Forward information appropriately (C.3)
Demonstrate understanding and relevance
of SOP's (Standard Operating Procedures).
(C.5)
6.10 1.02
6.09 1.00
6.01 1.00
5.96 1.26
5.93
5.91
5.87
5.87
5 56.82 38.63
16 41.91 38.96
21 39.33 40.32
13 43.27 39.00
17 41.73 38.00
18 41.36 36.07
15 42.22 40.13
24
28
22
11
37.71 36.71
34.44 38.11
37.91 36.59
46.41 40.33Table 4.2 (Continued)
Importance
Rank Item
Importance
Mean St. Dev.
Frequency
Rank Mean
22
23
24
25
26
27
28
29
30
31
Perform simple operations of basic
mathematics (C.18)
5.84 1.31
Avoid procrastination (A.4) 5.72 1.18
Develop initiative-taking and observation 5.72 1.12
skills (B.3)
Provide feed back to supervisors (A.15) 5.71 1.17
Demonstrate time saving habits (A.3) 5.70 1.11
Demonstrate effective use of resources 5.68 1.11
(A.6)
Perform with cost awareness and 5.64 1.23
consciousness (A.5)
Identify team expectations and service
responsibilities (B.9)
Set and monitor, well-defined personal
goals (A.10)
Adapt to new technology and applications
(C.11)
5.47 1.29
5.46 1.21
5.39 1.49
7 53.60
29 33.07
26 36.50
34
20
23
29.24
28.81
37.73
25 36.62
37 27.16
40 23.85
48 16.41
St. Dev.
39.73
34.75
36.62
34.19
35.27
35.85
36.88
34.31
32.55
27.53Table 4.2 (Continued)
Importance
Rank Item
Importance
Mean St. Dev. Rank
Frequency
Nlean-1St. Dev.
32
33
34
35
36
37
38
39
40
41
Use basic numerical concepts such as
whole numbers and percentages in practical
situations (C.12)
5.39 1.44
Recognize organizational structure (D.1) 5.39 1.34
Evaluate outcomes (C.19) 5.33 1.48
Select an appropriate medium for 5.27 1.36
conveying a message (C.15)
Develop objectivity (B.1) 5.25 1.10
Recognize unexpected results 5.20 1.39
(measurement or procedural). (C.1)
Document activities immediately (C.2) 5.20 1.47
Identify networking of people in support of 5.04 1.49
organizational effort (D.2)
Explain the concepts of group trust and 4.86 1.55
systems orientation, within and between
teams (B.2)
Demonstrate good keyboarding skills (E.2) 4.68 1.75
19 39.29 37.87
38 25.50 32.83
31 32.64 34.97
33 32.44 35.02
36 27.95 31.80
39 23.99 31.42
30 32.77 36.32
42 21.38 29.76
44 18.73 29.80
14 42.56 40.77Table 4.2 (Continued)
Importance
Rank Item
Importance
Mean St. Dev.
Frequency
Rank Mean St. Dev.
42
43
44
45
46
47
48
49
50
Demonstrate a basic knowledge of 4.60 1.84
computer architecture and uses for
computers (E.1)
Identify and explain diversity issues, i.e. 4.59 1.74
values, workstyles, cultures (B.10)
Use electronic communications techniques 4.57 1.79
(E.3)
Use charts to obtain or convey quantitative
information (C.13)
4.41 1.76
Assess and report inventory control (A.7) 4.38
Use word processing (C.8) 4.21
Use computer spreadsheets (C.9) 3.84
Measure and record weight (C.17) 3.57
Perform computer file transfers (C.10) 3.55
1.83
1.84
1.92
2.11
1.89
35 28.43 35.34
46 17.13 29.86
32 32.57 37.25
45 18.70 30.32
43 18.78 29.67
41 22.65 31.85
49 15.50 25.45
47 17.70 31.70
50 11.41 23.8348
Survey Question One
Question one from the questionnaire dealt with the importance of employability
competencies. Question one addressed the following null hypotheses:
Ho,:There was no significant difference in the importance of employability
competencies used by employees across occupational categories as identified by
CAM endorsement groups.
Ho,:There was no significant difference in perceptions of employability competencies
relating to importance, frequency of use, and where originally acquired, between
frontline workers and supervisors.
In order to test null hypothesis Ho, across multiple groups, a one-way ANOVAwas used.
The results of the analysis were presented in table 4.3. Of the fifty competencies for
employment, nineteen showed a significant difference among groups. A post hoc Tukey-
HSD analysis was performed to identify specific differences amonggroups. The results
were reported in appendix E. Of the nineteen competencies reporting a significant
difference, only four had groups split between "Moderately Important" and "Very
Important" rankings. All fifty of the competencies ranked above "Not Important."
To test null hypothesis Ho, for importance of competencies,a t-test for
independent samples was set at a 0.050 significance level. The results of the t-tests for null
hypothesis Ho, were shown in table 4.3. Five of the fifty skills were found to be
significantly different between Frontline and Supervisor groups. Although differences did
exist, four of the five competencies rejected by the null hypothesiswere rated as "Very
Important" by both Frontline Workers and Supervisor groups. Only "Recognize
organizational structure" was split between "Moderately Important- and "'Very
Important" ratings. All fifty of the competencies ranked above "Not Important."Table 4.3, Comparing the importance of Employability skills byrespondents in the five CAM endorsement areas (ANOVA), and
between Frontline Workers and Supervisors (T-test).
Item
CAM Endorsement Areas (HO Frontline Worker/Supervisor (1104)
F Ratio
F
Probability
Null
Hypothesis T-value
2-tail
Significance
Null
Hypothesis
Follow schedules (A.1) 2.913 0.021 Reject -0.15 0.880 Retain
Practice self-starting techniques (A.2) 0.932 0.445 Retain -0.22 0.828 Retain
Demonstrate time saving habits (A.3) 1.338 0.255 Retain 2.00 0.047 Reject
Avoid procrastination (A.4) 1.475 0.209 Retain -0.15 0.880 Retain
Perform with cost awareness and
consciousness (A.5) 2.511 0.042 Retain 1.50 0.134 Retain
Demonstrate effective use of resources
(A.6) 0.372 0.827 Retain 2.19 0.029 Reject
Assess and report inventory control (A.7) 4.477 0.001 Reject 1.93 0.054 Retain
Set high standards (A.8) 1.083 0364 Retain 0.51 0.610 Retain
Maintain high standards of attendance
and punctuality (A.9) 1.073 0.370 Retain 1.00 0.316 Retain
Set and monitor, well-defined personal
goals (A.10) 0.278 0.891 Retain 1.61 0.107 RetainTable 4.3 (Continued)
CAM Endorsement Areas (Hot) Frontline Worker/Supervisor (1104)
Item
F Ratio
F
Probability
Null
Hypothesis T-value
2-tail
Significance
Null
Hypothesis
Choose an ethical course of action in all
work assignments and personal
involvement with others (A.11) 0.546 0.701 Retain -0.04 0.968 Retain
Prioritize and organize workload (A.12) 5.621 0.000 Reject 3.24 0.001 Reject
Comply with safety and health
rules/procedures (A.13) 3.387 0.010 Reject 0.44 0.658 Retain
Pay attention to detail (A.14) 2.748 0.028 Reject 1.18 0.072 Retain
Provide feed back to supervisors (A.15) 5.130 0.000 Reject -0.51 0.611 Retain
Recognize the necessity of being a team
member (A.16) 1.805 0.128 Retain 0.43 0.670 Retain
Develop objectivity (B.1) 0.492 0.741 Retain 0.37 0.708 Retain
Explain the concepts of group trust and
systems orientation, within and between
teams (B.2) 1.593 0.176 Retain 0.59 0.557 Retain
Develop initiative-taking and observation
skills (B.3) 0.573 0.682 Retain 0.94 0.348 RetainTable 4.3 (Continued)
Item
CAM Endorsement Areas (HO Frontline Worker /Supervisor (Ho,)
F Ratio
F
Probability
Null
Hypothesis T-value
2-tail
Significance
Null
Hypothesis
Satisfy customers' expectations (B.4) 3.026 0.018 Reject -1.04 0.301 Retain
Exhibit positive behavior (B.5) 4.723 0.001 Reject 0.83 0.409 Retain
Demonstrate non-discriminatory behavior
(B.6) 1.498 0.202 Retain -0.12 0.902 Retain
Work with team members (B.7) 2.457 0.074 Retain 0.44 0.661 Retain
Complete a team task (B.8) 1.147 0.334 Retain 0.32 0.749 Retain
Identify team expectations and service
responsibilities (B.9) 1.161 0.328 Retain -1.06 0.289 Retain
Identify and explain diversity issues, i.e.
values, workstyles, cultures (B.10) 0.855 0.490 Retain -1.26 0.208 Retain
Recognize unexpected results
(measurement or procedural). (C.1) 0.995 0.410 Retain -0.01 0.992 Retain
Document activities immediately (C.2) 4.664 0.001 Reject 0.50 0.617 Retain
Forward information appropriately (C.3) 4.838 0.000 Reject 1.64 0.102 Retain
Assure confidentiality of information (C.4) 4.875 0.000 Reject -0.16 0.876 RetainTable 4.3 (Continued)
CAM Endorsement Areas (HO Frontline Worker/Supervisor (1104)
Item
F Ratio
F
Probability
Null
Hypothesis T-value
2-tail
Significance
Null
Hypothesis
Demonstrate understanding and relevance
of SOP's (Standard Operating
Procedures). (C.5) 2.700 0.031 Reject 1.12 0.216 Retain
Read and comprehend written
documentation (C.6) 0.965 0.427 Retain -0.42 0.672 Retain
Communicate well with others (C.7) 1.812 0.126 Retain 2.46 0.014 Reject
Use word processing (C.8) 4262 0.002 Reject 0.62 0.533 Retain
Use computer spreadsheets (C.9) 3.147 0.014 Reject 0.28 0.777 Retain
Perform computer file transfers (C.10) 2.006 0.093 Retain 1.27 0.206 Retain
Adapt to new technology and applications
(C.11) 1.064 0.374 Retain 1.27 0.203 Retain
Use basic numerical concepts such as
whole numbers and percentages in
practical situations (C.12) 1.583 0.179 Retain 1.03 0.304 Retain
Use charts to obtain or convey
quantitative information (C.13) 6.416 0.000 Reject 1.20 0.232 RetainTable 4.3 (Continued)
Item
CAM Endorsement Areas (HO Frontline Worker/Supervisor (HO
F Ratio
F
Probability
Null
Hypothesis T-value
2-tail
Significance
Null
Hypothesis
Speak clearly and communicate a message
(C.14) 1.378 0.241 Retain 0.36 0.718 Retain
Select an appropriate medium for
conveying a message (C.15) 0.908 0.459 Retain 0.39 0.700 Retain
Follow oral instructions and verbally
explain procedures accurately and clearly
(C.16) 0.869 0.482Retain 1.60 0.110Retain
Measure and record weight (C.17) 4.003 0.003Reject 0.99 0.321Retain
Perform simple operations of basic
mathematics (C.18) 1.823 0.124Retain 1.32 0.188Retain
Evaluate outcomes (C.19) 0.805 0.522Retain -0.01 0.992Retain
Recognize organizational structure (D.1) 6.232 0.000Reject 2.53 0.012Reject
Identify networking of people in support
of organizational effort (D.2) 1.509 0.199Retain 0.88 0.377Retain
Demonstrate a basic knowledge of
computer architecture and uses for
computers (E.1) 0.366 0.832Retain 1.14 0.256RetainTable 4.3 (Continued)
Item
CAM Endorsement Areas (HO Frontline Worker/Supervisor (Ho4)
F Ratio
F
Probability
Null
Hypothesis T-value
2-tail
Significance
Null
Hypothesis
Demonstrate good keyboarding skills
(E.2) 1.734 0.142Retain 0.57 0.570Retain
Use electronic communications techniques
(E.3) 0.737 0.567Retain -0.19 0.847Retain55
Results from table 4.3 showed some comparisions of note. Only two skills;
-Prioritize and organize workload," and "Recognize organizational structure" were
rejected by both null hypotheses tested. Eleven of the nineteen skills rejected by null
hypothesis Hol would have been rejected at a 0.01 alpha level. Only one of the five skills
rejected by null hypothesis Ho4 would have been rejected at the 0.01 alpha level.
Given the large number of tests for each group, the researcher noted the potential
for cumulative error. At an alpha of .05, it would be expected that an error of five in one
hundred responses occurred. This potential for cumulative error was present for all
responses to questions one and two.
Survey Question Two
Question two from the questionnaire dealt with how often employability
competencies were used on a weekly basis. Question two addressed the following null
hypotheses:
Ho,:There was no significant difference in the frequency of employability competencies
used by employees across occupational categories as identified by CAM
endorsement groups.
Ho,:There was no significant difference in perceptions of employability competencies
relating to importance, frequency of use, and where originally acquired, between
frontline workers and supervisors.
The tests for the hypotheses were the same as question one; ANOVA for hypothesis Ho,
and t-tests for hypothesis Ho,. Table 4.4 reported the results. Frequency of use for
twenty-three of the fifty skills were found to be significantly different among CAM
endorsement groups. A post hoc Tukey-HSD analysis was performed to identify specific56
differences among groups. Complete reports of those groups were included in appendix
G. Frequency of use for four of the fifty skills were found to be significantly different
between Frontline Worker and Supervisor groups. Those skills were: -Maintain high
standards of attendance and punctuality;" "Set and monitor, well-defined personal goals;"
"Develop initiative-taking and observation skills;" and "Document activities." Complete
statical reports for the groups in which the differences occurred were included in appendix
F.It should be noted in both appendices F and G, that the standard deviations for most
responses were very large. Most of the skills had response frequencies being bi-polar, or
evenly distributed over the range of options.
Table 4.4 provided some unique comparisons. Twelve of the twenty-three skills
rejected by null hypothesis Ho2 would have still been rejected at a 0.01 alpha level. Only
one of the four skills rejected by null hypothesis Ho4 would have been rejected at the 0.01
alpha level. When the skills that were rejected by the null hypotheses were cross
referenced against the rankings in table 4.2, seven of the top ten skills were rejected by
one of the hypotheses. When analyzing the skills rejected by the ANOVA (Ho2), there
were no ranking groups or patterns among the CAM endorsement areas.Table 4.4, Frequency of Employability skill use among the five CAM endorsementareas (ANOVA), and between
Frontline/Supervisor (T-test).
Item
CANT Endorsement
F Ratio
Areas (Ho2) Frontline Worker/Supervisor (1104)
F
Probability
Null
Hypothesis T-value
2-tail
Significance
Null
Hypothesis
Follow schedules (A.1) 2.028 0.090 Retain -0.11 0.914 Retain
Practice self-starting techniques (A.2) 2.213 0.067 Retain 0.57 0.572 Retain
Demonstrate time saving habits (A.3) 2.357 0.053 Retain 1.03 0.303 Retain
Avoid procrastination (A.4) 3.758 0.005 Reject -0.86 0.389 Retain
Perform with cost awareness and
consciousness (A.5)
2.809 0.026 Reject 1.63 0.104 Retain
Demonstrate effective use of resources 2.839 0.024 Reject 0.65 0.519 Retain
(A.6)
Assess and report inventory control (A.7) 1.227 0.299 Retain 1.24 0.215 Retain
Set high standards (A.8) 2.681 0.032 Reject 0.45 0.656 Retain
Maintain high standards of attendance
and punctuality (A.9)
1.147 0.334 Retain 2.75 0.006 Reject
Set and monitor, well- defined personal
goals (A.10)
2.605 0.036 Reject 2.47 0.014 RejectTable 4.4 (Continued)
Item
CAM Endorsement Areas (Ho:) Frontline Worker/Supervisor (1104)
F Ratio
F
Probability
Null
Hypothesis T-value
2-tail
Significance
Null
Hypothesis
Choose an ethical course of action in all
work assignments and personal
involvement with others (A.11)
0.962 0.428 Retain 0.38 0.702 Retain
Prioritize and organize workload (A.12) 7.359 0.000 Reject 1.16 0.248 Retain
Comply with safety and health
rules/procedures (A.13)
0.839 0.501 Retain 0.24 0.811 Retain
Pay attention to detail (A.14) 2.681 0.032 Reject 0.77 0.440 Retain
Provide feed back to supervisors (A.15) 2.976 0.019 Reject 1.35 0.177 Retain
Recognize the necessity of being a team
member (A.16)
4.567 0.001 Reject 0.08 0.934 Retain
Develop objectivity (B.I) 2.287 0.060 Retain -0.10 0.923 Retain
Explain the concepts of group trust and
systems orientation, within and between
teams (B.2)
2.341 0.055 Retain 1.53 0.128 Retain
Develop initiative-taking and observation
skills (B.3)
1.934 0.105 Retain 2.22 0.027 Reject
Satisfy customers' expectations (B.4) 7.950 0.000 Reject -1.35 0.179 RetainTable 4.4 (Continued)
Item
CAM Endorsement Areas (Ho,) Frontline Worker/Supervisor (Ho,)
F Ratio
F
Probability
Null
Hypothesis T-value
2-tail
Significance
Null
Hypothesis
Exhibit positive behavior (B.5) 5.781 0.002 Reject 0.18 0.856 Retain
Demonstrate non-discriminatory behavior 1.768 0.135 Retain 0.54 0.591 Retain
(B.6)
Work with team members (B.7) 2.567 0.038 Reject 0.83 0.406 Retain
Complete a team task (B.8) 2.925 0.021 Reject 0.96 0.338 Retain
Identify team expectations and service
responsibilities (B.9)
2.992 0.019 Reject 0.27 0.785 Retain
Identify and explain diversity issues, i.e.
values, workstyles, cultures (B.10)
1.741 0.141 Retain 0.32 0.750 Retain
Recognize unexpected results
(measurement or procedural). (CA)
2.086 0.082 Retain -0.09 0.929 Retain
Document activities immediately (C.2) 5.866 0.002 Reject 2.24 0.026 Reject
Forward information appropriately (C.3) 5.024 0.006 Reject 1.40 0.163 Retain
Assure confidentiality of information (C.4) 7.813 0.000 Reject -0.69 0.494 Retain
Demonstrate understanding and relevance
of SOP's (Standard Operating
2.920 0.021 Reject 0.86 0.392 Retain
Procedures). (C.5)Table 4.4 (Continued)
Item
CAM Endorsement Areas (Ho2) Frontline Worker/Supervisor (Ho ;)
F Ratio
F
Probability
Null
Hypothesis T-value
2-tail
Significance
Null
Hypothesis
Read and comprehend written
documentation (C.6) 3.424 0.009 Reject -0.40 0.691 Retain
Communicate well with others (C.7) 2.093 0.082 Retain 0.00 0.998 Retain
Use word processing (C.8) 5.777 0.002 Reject 0.10 0.919 Retain
Use computer spreadsheets (C.9) 2.073 0.084 Retain 0.70 0.482 Retain
Perform computer tile transfers (C.10) 3.848 0.004 Reject -0.31 0.760 Retain
Adapt to new technology and applications 1.03
(C.11) 1.716 0.146 Retain 0.306 Retain
Use basic numerical concepts such as
whole numbers and percentages in
practical situations (C.12) 1.421 0.227 Retain -0.76 0.448 Retain
Use charts to obtain or convey
quantitative information (C.13) 1.339 0.255 Retain 0.24 0.814 Retain
Speak clearly and communicate a message
(C.14) 1.864 0.117 Retain -0.65 0.516 Retain
Select an appropriate medium for
conveying a message (C.15) 1.774 0.134 Retain 0.46 0.643 RetainTable 4.4 (Continued)
CAM Endorsement Areas (Ho,) Frontline Worker/Supervisor (HO
Item
F Ratio
F
Probability
Null
Hypothesis T-value
2-tail
Significance
Null
Hypothesis
Follow oral instructions and verbally
explain procedures accurately and clearly
(C.16) 1.755 0.138 Retain -0.69 0.492 Retain
Measure and record weight (C.17) 1.547 0.188 Retain -0.59 0.555 Retain
Perform simple operations of basic
mathematics (C.18) 3.158 0.014 Reject 1.22 0.225 Retain
Evaluate outcomes (C.19) 0.926 0.449 Retain -1.18 0.239 Retain
Recognize organizational structure (D.1) 3.076 0.016 Reject 0.79 0.433 Retain
Identify networking of people in support
of organizational effort (D.2) 1.742 0.141 Retain 0.13 0.898 Retain
Demonstrate a basic knowledge of
computer architecture and uses for
computers (E.1) 1.002 0.406 Retain 0.98 0.327 Retain
Demonstrate good keyboarding skills
(E.2) 3.991 0.003 Reject 0.09 0.929 Retain
Use electronic communications techniques
(E.3) 3.458 0.009 Reject -1.15 0.250 Retain62
Survey Question Three
Question three from the questionnaire dealt with where employability
competencies were obtained, and where they should be obtained. Question three
addressed the following null hypotheses:
Ho3:There was no significant difference in where employability competencies were
originally acquired by employees across occupational categories as identified by
CAM endorsement groups.
Ho4:There was no significant difference in perceptions of employability competencies
relating to importance, frequency of use, and where originally acquired, between
frontline workers and supervisors.
Where skills are/should be obtained were categorized as a nominal measure,
crosstabulations were selected to analyze the data. Goodman and Kruskal's tau
Proportional Reduction in Error (PRE) tool was used as an alternative to chi-squared
tools. Goodman and Kruskal's tau is computed by comparing the probability oferror in
two situations (crosstabulation rows and columns) divided by the probability of error of
the dependant variable. For comparisons among CAM endorsementareas a 5x7
crosstabulation table was used. The Frontline Workers and Supervisors useda 2x7
crosstabulation table. A summary of scores and status for the null hypothesesare shown
in table 4.5. Graphical and tabular results of both tables are reported in appendix H. The
CAM endorsement areas had twenty-seven out of fifty reporting significance. The
primary areas of difference were in the categories of Home, On The Job,
College/University, and School K-12. Frontline workers and supervisors had forty of the
fifty employability skills with significant differences. Thisone question represents an 80%
rejection rate for groups that had only rejected 9% of the previous 100 hypotheses tested.63
The ten skills that were retainedwere: "Demonstrate time saving habits;" "Assess and
report inventory control;" "Set high standards ;" "Set and monitor, well-defined personal
goals ;" "Satisfy customers' expectations ;" "Forward information appropriately;" "Assure
confidentiality of information ;" "Demonstrate understanding and relevanceof SOP's;"
"Recognize organizational structure (Chain of command) ;" and "Identifynetworking of
people in support of organizational efforts."
Analysis of table 4.5 showed that sixteen of thetwenty-seven skills rejected by null
hypothesis Ho3 would have still been rejectedat a 0.01 alpha level. Thirty-five of the forty
skills rejected by null hypothesis Ho, would have been rejectedat the 0.01 alpha level.
When the skills that were rejected by the null hypothesiswere cross referenced against the
rankings in table 4.2, twenty-seven of the top twenty skills, drawn fromthe rankings of
both scales, were rejected by one of the two hypotheses.Table 4.5, Results of PRE scores for the five CAM endorsementareas (Goodman and Kruskal's tau) and Frontline Workers against
Supervisors (Goodman and Kruskal's tau).
Item
CAM Endorsement Area (Ho3)Frontline Worker/Supervisor (Ho4)
PRE ScoreNull Hypothesis PRE Score Null Hypothesis
Follow schedules (A.1) 0.115 Retain 0.041 Reject
Practice self-starting techniques (A.2) 0.001 Reject 0.000 Reject
Demonstrate time saving habits (A.3) 0.662 Retain 0.073 Reject
Avoid procrastination (A.4) 0.034 Reject 0.000 Reject
Perform with cost awareness and consciousness (A.5) 0.982 Retain 0.002 Reject
Demonstrate effective use of resources (A.6) 0.000 Reject 0.044 Reject
Assess and report inventory control (A.7) 0.297 Retain 0.105 Retain
Set high standards (A.8) 0.508 Retain 0.696 Reject
Maintain high standards of attendance and punctuality (A.9) 0.004 Reject 0.041 Reject
Set and monitor, well-defined personal goals (A.10) 0.173 Retain 0.253 Retain
Choose an ethical course of action in all work assignments
and personal involvement with others (A.11) 0.737 Retain 0.001 Reject
Prioritize and organize workload (A.12) 0.062 Retain 0.000 Reject
Comply with safety and health rules/procedures (A.13) 0.391 Retain 0.026 RejectTable 4.5 (Continued)
CAM Endorsement Area (Ho3)Frontline Worker/Supervisor (Ho4)
Item
PRE Score Null Hypothesis PRE Score Null Hypothesis
Pay attention to detail (A.14) 0.001 Reject 0.000 Reject
Provide feed back to supervisors (A.15) 0.271 Retain 0.000 Reject
Recognize the necessity of being a team member (A.16) 0.162 Retain 0.000 Reject
Develop objectivity (B.1) 0.025 Reject 0.000 Reject
Explain the concepts of group trust and systems
orientation, within and between teams (B.2) 0.001 Reject 0.000 Reject
Develop initiative-taking and observation skills (B.3) 0.299 Retain 0.000 Reject
Satisfy customers' expectations (B.4) 0.000 Reject 0.065 Retain
Exhibit positive behavior (B.5) 0.918 Retain 0.000 Reject
Demonstrate non-discriminatory behavior (B.6) 0.565 Retain 0.004 Reject
Work with team members (B.7) 0.266 Retain 0.000 Reject
Complete a team task (B.8) 0.028 Reject 0.000 Reject
Identify team expectations and service responsibilities
(B.9) 0.029 Reject 0.007 Reject
Identify and explain diversity issues, i.e. values,
workstyles, cultures (B.10) 0.075 Retain 0.000 RejectTable 4.5 (Continued)
Item
CAM Endorsement Area (Ho3)Frontline Worker/Supervisor (Ho;)
PRE Score Null Hypothesis PRE Score Null Hypothesis
Recognize unexpected results (measurement or
procedural). (C.1) 0.078 Retain 0.025 Reject
Document activities immediately (C.2) 0.035 Reject 0.000 Reject
Forward information appropriately (C.3) 0.014 Reject 0.121 Retain
Assure confidentiality of information (C.4) 0.000 Reject 0.979 Retain
Demonstrate understanding and relevance of SOP's
(Standard Operating Procedures). (C.5) 0.215 Retain 0.404 Retain
Read and comprehend written documentation (C.6) 0.008 Reject 0.000 Reject
Communicate well with others (C.7) 0.062 Retain 0.000 Reject
Use word processing (C.8) 0.002 Reject 0.000 Reject
Use computer spreadsheets (C.9) 0.012 Reject 0.000 Reject
Perform computer file transfers (C.10) 0.224 Retain 0.000 Reject
Adapt to new technology and applications (C.11) 0.032 Reject 0.000 Reject
Use basic numerical concepts such as whole numbers and
percentages in practical situations (C.12) 0.015 Reject 0.000 RejectTable 4.5 (Continued)
Item
CAM Endorsement Area (Ho3)Frontline Worker/Supervisor (Ho4)
PRE Score Null Hypothesis PRE Score Null Hypothesis
Use charts to obtain or convey quantitative information
(C.13) 0.027 Reject 0.000 Reject
Speak clearly and communicate a message (C.14) 0.540 Retain 0.000 Reject
Select an appropriate medium for conveying a message
(C.15) 0.159 Retain 0.000 Reject
Follow oral instructions and verbally explain procedures
accurately and clearly (C.16) 0.000 Reject 0.000 Reject
Measure and record weight (C.17) 0.000 Reject 0.000 Reject
Perform simple operations of basic mathematics (C.18) 0.001 Reject 0.000 Reject
Evaluate outcomes (C.19) 0.002 Reject 0.000 Reject
Recognize organizational structure (D.1) 0.000 Reject 0.454 Retain
Identify networking of people in support of
organizational effort (D.2) 0.000 Reject 0.119 Retain
Demonstrate a basic knowledge of computer architecture
and uses for computers (E.1) 0.000 Reject 0.000 Reject
Demonstrate good keyboarding skills (E.2) 0.000 Reject 0.000 Reject
Use electronic communications techniques (E.3) 0.149 Retain 0.000 Reject68
CHAPTER 5
DISCUSSION, SUMMARY, CONCLUSION, AND RECOMMENDATIONS
You are the leaven which binds together the entire fabric of our national system
of defense. From your ranks come the great captains who hold the nation's destiny in
their hands the moment the war tocsin sounds. The Long Gray Line has never failed us.
Were you to do so, a million ghosts in olive drab, in brown khaki, in blue and gray,
would rise from their white crosses thundering those magic wordsDutyHonor---
Country.
General Douglas MacArthur, West Point 1962.
Discussion
Unlike the cadets at West Point, there was not a "leaven" to bind together industry
and educational research. There were no ghosts to cry out the magic words "Duty-
Honor-Improved Workforce.- It was very unfortunate that the work that many
companies throughout Oregon put towards identifying common employability skills
provided less impact due to the inability of a certain segment of Oregon's employers to
participate in educational research. Very specifically these comments were directed to the
companies classified in the Arts and Communications CAM endorsement area, whichwere
rated as one of Oregon's one hundred largest employers in 1994. Not one of these
companies was willing to participate in this research. Other CAM endorsement area
companies spent valuable time and energy to provide access to employees and supervisors
in an attempt to improve their understanding of workforce skills and where such skills69
might be obtained. Educational research thanks those companies who invested in the
future of Oregon workers by participating in this, and similar research.
Although the conclusions that were drawn from the research could not be applied
across all areas of employment in Oregon (given the lack of representation of the Arts and
Communications CAM endorsement area), several points could be made about the
resulting data.
A primary point for discussion was the result of the comparison between Frontline
Workers and Supervisors. The two groups were nearly in agreement in terms of
Importance of the Skill" and -Frequency of Use" of the skill. Out of 100 skills
questioned (fifty for importance and fifty for frequency of use), only nine had rejected null
hypotheses. Yet when comparing -Where skills were/should be obtained," forty of the
fifty skills rejected the null hypothesis. The graphs in appendix H provideda picture of the
main area of disagreement between the two groups. In many cases, the Frontline Worker
identified "On the Job" as where they first obtained the employability skill, while the
Supervisor identified -School, K-12" as the location where employees should obtain their
employability skills.
This could be explained by several lines of reasoning. First, supervisors could be
looking to avoid training costs by shifting the responsibility and cost of training to other
sources besides ''On the Job.- This was unlikely given the repeatedly higher response rate
in only the -School. K-12" category. If supervisors were trying to avoid answering ''On
the Job" there would have likely been a random selection of other categories. Second,
workers could have forgotten where they did receive the skills and attributed them to their
current situation (job). If this was the case, it would be logical to assume that older70
workers would respond with a higher rate ofresponse for "On the Job." A post hoc
analysis, breaking workers and supervisors down by agegroups, did not show a significant
difference among the groups by age. Each age classification answered each of the skill
areas at nearly the same rate. A third line of reasoning was that workers failed to make
the connection between the skills learned in the classrooms of their K-12 schools andthe
skills that they use on the job. An example would be from skill "Follow Oral Instructions
and Verbally Explain Procedures." For success ina school setting, it was necessary for
the student to follow oral instructions on almosta daily basis, and in many cases repeat
those instructions back to the teacher. Yet seventy workers identified this skillas being
obtained "On the Job" and only forty-one identified the skill being obtained "School, K-
12." It could be argued that the skill was learned at the school level, but the
student/worker never became self-aware of the skill until they applied iton the job years
later. If this were the case, it brings into question the effectiveness of methods usedto
teach students in the K-12 setting. Finally, if the datawas taken at face value,
students/workers perceived that they did not learn the basic skills they need in school.
Supervisors expected these skills from their workers and expected themto have learned
them without remedial training. Although thismay not be a popular conclusion, it should
be considered on an equal basis with any other line of reasoning.
In order for the skills tested in this research to be effectively taughtto students,
several levels of the educational system should be involved. K-I2 teachers and
administrators should focus on ways to link current activities and curriculato activities
and competencies that students would participate ina workers. Activities like job
placement. Cooperative Work Experience, and job shadowingare all effective tools in71
helping students to understand the skills needed to be successful in the world of work.
The integration of activities that relate to employment: Junior Achievement, The National
FFA Associations, Vocational Industrial Clubs of America, etc: could also be effective in
providing a link between school skills and work skills. The administrations consistency in
enforcement of current school standards, tardies for example, would help to reinforce the
concept of the importance of timeliness in the work setting. This would be even more
effective if the reasons given for a tardy policy were to teach job skills. To help give real
meaning to the importance of job skills, a -grade" could be given for how wella student
could demonstrate employability skills within the school setting, eitheras a separate
"employability grade" or incorporated as part of the grade for thecourse.
Beyond the K-12 model, teacher preparatory programs should also provide
positive input related to teaching employability skills.First, methods of teaching course
work could focus on how to integrate employability skills into lessonsor the pedagogy for
how the course is conducted and graded. Like the "tardy policy" given in the above K-12
example, a job-like setting for students in teacher preparation would allow themto
function in an environment that they should expect of theirown students in the future.
The high scores placed on each of the employability skills by frontline workers and
supervisors within each of the CAM endorsement areagroups confirmed the importance
of these employability skills identified by the National Voluntary Occupational Skills
Standards (NVOSS) groups. Since the fifty employability skills used in this studywere
skills which appeared on NVOSS group lists, it may be of value to investigate various
NVOSS lists for skills not included in this study and determine if there would be similar
wide spread agreement as to there importance in the curriculum of schools.72
Summary
The purpose of the study was to verify employability skills as identified by multiple
National Voluntary Occupational Skills Standards groups, and to determine which if any
skills were common to all CAM endorsement areas: Arts and Communications. Business
and Management, Health Services, Industrial and Engineering Systems, Human
Resources, and Natural Resource Systems. From the original purpose, four objectives
were developed:
1. Verify the importance of employability competencies used by employees across
occupational categories as identified by CAM endorsement area groups.
2. Measure the frequency that employability competencies were used by employees
across occupational categories as identified by CAM endorsement groups.
3. Identify how employability competencies were originally acquired by employees
across occupational categories as identified by CAM endorsement groups.
4. Measure if a difference in perception existed between frontline workers and
supervisors for objectives one through three of this study.
A list of the one hundred largest non-government employers was secured and used as the
population. An instrument was developed to be distributed to thirty companies. five in
each of the CAM endorsement areas. With the non-participation from companies in the
Arts and Communications, twenty-five companies in five CAM endorsement areas
participated. Twenty employees from each company were surveyed, ten Frontline
Workers and ten Supervisors. From the 500 surveys sent out, 392 were returned, of73
which, 355 were usable. Results of the survey found all fifty skills ratedat "Very
Important" or -Moderately Important"
Four null hypotheses were tested in this study:
Ho,:There was no significant difference in the importance of employability
competencies used by employees across occupational categoriesas identified by
CAM endorsement groups.
Ho2:There was no significant difference in the frequency of employability competencies
used by employees across occupational categories as identified by CAM
endorsement groups.
Ho3:There was no significant difference in where employability competencieswere
originally acquired by employees across occupational categoriesas identified by
CAM endorsement groups.
Ho4:There was no significant difference in perceptions of employability competencies
relating to importance, frequency of use, and where originally acquired, between
frontline workers and supervisors.
Hypotheses Ho, and Ho2 were tested using analysis of variance (ANOVA) toolsat an
alpha of .05. Hypothesis Ho3 used Goodman and Kruskal's tau,a Proportional Reduction
in Error (PRE) tool. Hypothesis Ho4 used t-test, ANOVA, and Goodman and Kruskal's
tau to test the three parts of the hypothesis. When the ANOVA showed a significant
variance between groups, Tukey's HSD post hoc multiple comparisontests were run to
identify the specific group or groups with the significant variance.74
Of the fifty skills tested by Hypothesis Ho thirty-onewere retained, with all skills
being ranked in the "Moderately Important" and "Very Important" categories. Of the
skills tested by Hypothesis Hoe twenty-seven were retained, and hypothesis Ho3was
retained for twenty-three skills.
Of the fifty skills tested by Hypothesis Ho,: importance of skillswas retained forty-
five times; frequency of use was retained forty-six times; and where obtainedwas retained
ten times. The low retention of the null hypothesis when comparing where skills should
be/are obtained provided the greatest divergence ofany of the groups.
Conclusions
It can be concluded that Frontline Workers and Supervisorsacross CAM areas
tested viewed the importance of the fifty skills of the study very similarly and ata high
level of importance. All skills tested resulted in rankings of "Moderately Important" and
-Very Important." This high rating, and the agreement of skills importance should be
noted by both employers and educators.
Based on the findings, many of the CAM endorsementareas were not in agreement
on how important skills were and how often skills should be used across all five CAM
endorsement areas. Although the skills were rated highlyamong all the groups, one or
more CAM groups ranked the skill at a statistically different level. Inversely, Frontline
Workers and Supervisors were close to agreement on the importance of skills andon how
often skills were used. This would indicate that the importance and frequency of skills75
used are linked closer to Frontline Workers and Supervisors thenacross CAM
endorsement areas.
Based on the results of Supervisorresponse, the vast majority of these skills
should be included in the K-12 curriculum. Itwas unclear as to whether employees had
learned the skills in the K-12 setting, although Frontline Workerresponses would indicate
that they perceived the majority of the skillswere learned on the job.
Recommendations
Although the researcher attempted to provide clear categories for selectingwhere
skills were obtained, refinements in future research could provide bettercategories for
responses. Several comments were made by respondents as to the need to reword certain
sections. Specifically, the -Home category neededto be redefined as pre-school and self-
taught. Similarly, the "Sportsor Clubs" category received many responses. It would be
helpful to separate sports and clubs to providea better understanding of which group
provided the skill. Given thesevere cuts in funding for both sports and school club
activities, it would be important to identify whichone has provided employability skills for
students.
The diversity in responses between Frontline Workers and Supervisors for where
obtained presented a need for further research in thisarea. A follow-up study aimed at
students graduating from the K-12 system would providea response without the
confounding factor of later life experiences. This could also incorporate thesports and
clubs issue previously discussed.76
With the passage of Oregon Educational Act for the 21st Century (OEA-21), the
State of Oregon has tried to implement the change needed for future employees (today's
students) to be successful in a work environment. What the OEA-21 needed to focus on
was the basic skills needed for students to be successful at getting and keeping a job.
Research regarding the fifty employability skills of this study should be replicated with
other state and regional research efforts, and if found to be valid in subsequent research
they should be included as primary objectives throughout the K-12 and life long learning
curricula. Specifically, employability skills should be written into each of the CAM
frameworks curricula as a basic or "core" component required for the completion of the
Certificate of Advanced Mastery.
Finally, the replication of this research at a state and/or regional level would be of
benefit because of the failure of the Arts and Communications endorsement area to
participate in this study. Populations could be drawn to include state and federal
employees to give more employment site options to Arts and Communication and Human
Resources endorsement areas.It may be possible that as the Arts and Communications
group is included in various state and regional research efforts, there may be differences in
the importance of the various employability skills tested.77
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Appendix A.
Human Subject Approval83
November 27, 1995
Principal Investigator:
The following project has been approved for exemption under the guidelines of
Oregon State University's Committee for the Protection of Human Subjects and
the U.S. Department of Health and Human Services:
Principal Investigator(s): Lee Cole
Student's Name (if any): Wayne Fanno
Department: Agriculture Education
Source of Funding:
Project Title: Employability Skills as Defined by Oregon Workers
Comments:
A copy of this information will be provided to the Committee for the Protection
of Human Subjects. If questions arise, you may be contacted further.
Sincerely,
Mary L. Nunn
Sponsored Programs Officer
cc: CPHS Chair
Redacted for privacy84
Appendix B.
Letter for Participation85
May 1, 1996
Oregon State University
112 Strand Agricultural Hall
Corvallis, OR 97331-2204
FIELD(Name, First) FIELD(Name, Last)
FIELD(Company)
FIELD(Department)
FIELD(Address)
FIELD(City/State/Zip)
Dear FIELD(Name, First),
Here is the information that you requested concerning my research. Thesurvey
included is a draft, but contains all of the questions that will be asked. I will
need surveys from ten -front line workers" and ten supervisors. Also, those
individuals who participate will be eligible for a $100.00 drawing.
My time lines are to have the data back and start inputs by the end of February.
I do have a lot of flexibility as to the site of the survey and I could even give the
survey at multiple sites.
The first page of the survey is an overview of the how the data will be used.
Again individual and company data will not be released to the general publicor
be available outside of my office. Once data has been input, thenames of
participants will be destroyed. All ability to match individuals with their
responses will be lost.
Please feel free to contact me with any questionsor concerns you may have with
the research or its uses. Thank you.
Sincerely,
Wayne Fanno
Agricultural Education
Oregon State University86
Appendix C.
Instruments
Note: The instruments were reduced in size to align with the University format for
this dissertation.87
1995-1996 Skills Survey:
Employability SkillsasDefined
by Oregon Workers88
December 13, 1995
Dear Survey Participant,
Educators, employers, and employees facean increasingly difficult task of
teaching and learning the skills needed to be successful in today's jobmarket.
As researchers at Oregon State University,we are looking for common skills
that all workers need and use for their employment. This information,when
collected, will provide employees, companies, and educators witha better
picture of what skills need to be taught to all workers.
As an employee of one of Oregon's largest companies, Iam asking for your
help in deciding the importance of skills thatyou may or may not use
regularly. Please take about twenty minutes to respond to the enclosed
questionnaire and return it in the envelope provided. Yourresponses, together
with others, will be combined and used for statistical summaries only.Your
participation in this study is voluntary. Only-a small sample of workers will
receive the questionnaire, soyour participation is vital to the study.
The answers you provide are strictly confidential and special precautionshave
been established to protect the confidentiality ofyour responses. Your
questionnaire will be destroyed once yourresponses have been tallied.
Thank you for your help. We appreciateyour cooperation.
Wayne Fanno Lee Cole
Technical Education Department Head
Redacted for privacyDirection:
1 Three questions are associated with each skill.Please circle one number that bestrepresents your response (for question #1 and #3). DO NOT mark between the numbers.For question #2, please write theaverage number of times a week that youuse the skill listedIf you use the skill more than 100 timea week, just write down 100+. See example below.
A. Resources Skills.
A.1 Follow schedules
A.2Practice self-starting techniques
(..,0e'fitcf
A.3Demonstrate time saving habits
A.4Avoid procrastination
A.5Perform with cost awareness
and consciousness
IMPOR 19 110W OFTEN WI IERE DIU YOU FIRST OBTAIN TI (ESESKILLS?
Not
Important
Moderately
Important
Very
Important
On average,
how many times do
you use this skill a
week? I tome
On the
Job
College/
Universit)Military
School.
K- I2
Sports or
Clubs
Can not
Identify
02 3 45 67 5- 1 2 3 6:7 5 6 7
1 2 345 7 0 0+-0 2 3 4 5 6 7
67 /6-15' 5 6 7
2 345 X
2 30 67 7,5G 2 3 4 5
I 2 3 1 5X 7 2 3 ) 5
After completing the skills survey, completethe personal information. This informationis needed for classification of statistical data. The last page is available foryour input concerning this survey, questions askedor questions that you felt should have been asked
Once all sections of the survey are completed, pleasefold and seal in the attached envelope.Question I: On a scale of I to 7, do you consider the following skills as Not Important, Moderately Important, or Very Important, as itrelates to
your employment? CIRCLE ONLY ONERESPONSE.
QuestionIL From 0 to 100 about how many times do you use the following skills per week? FILLIN THE BLANK WITH YOUR
RESPONSE
Question III: Where did you first obtain the skills listed below in part III. CIRCLE ONLY ONE RESPONSE
(I.)
IMPORTANT'?
(II.) (III.)
HOW OFTEN WI IERE DID YOU FIRST OBTAIN THESE SKILLS?
A. Resources Skills.
Not
Important
Moderately
Important
Very
Important
On average,
how many times do
you use this skill a
week? I home
Ou the
Job
College/
UniversityMilitary
School,
K-12
Sports or
Clubs
Can not
Identify
A. I Follow schedules 1 2 3 4 5 67 1 2 3 4 5 6 7
A.2 Practice self-starting techniques I2 345 67 1 2 3 4 5 6 7
A.3 Demonstrate time saving habits 1 2 3 4 5 67 1 2 3 4 5 6 7
A.4 Avoid procrastination I 2 3 4 5 67 1 2 3 4 5 6 7
A.5 Perform with cost awareness
and consciousness I 2 34 5 67 I 2 3 4 5 6 7
A.6 Demonstrate effective
use of resources 1 2 3 4 5 67 2 3 4 5 6 7
A.7 Assess and report inventory
control 1 2 3 4 5 67 2 3 4 5 6 7
A.8 Set high standards I 2 3 4 5 67 I 2 3 4 5 6 7
A.9 Maintain high standards of
attendance and punctuality 1 2 3 4 5 67 2 3 4 5 6 7
A.10 Set and monitor, well-defined
personal goals 1 2 3 4 5 67 2 3 4 5 6 7
A. I I Choose an ethical course of action
in all work assignments and
personal involvement with others . 1 2 3 4 5 67 I 2 3 4 5 6 7
A.12 Prioritize and organize workload. I 2 34 5 67 2 3 4 5 6 7
A.I3 Comply with safety and health
rides/procedures I 2 3 4 5 67 1 2 3 4 5 6 7
A. I4 Pay attention to detail I 2 34 5 67 I 2 3 4 5 6 7
A. 15 Provide feed back to supervisors. I 2 345 67 1 2 3 4 5 6 7
A.I6 Recognize the necessity of
being a team member 1 2 3 4 5 67 1 2 3 4 5 6 713. Interpersonal Skills.
(I.) (II.) (III.)
IMPORTANI 110W OFTEN WI 1ERE DID YOU FIRST OBTAIN TI ILSE SKILLS?
Not
Important
Model ately
Important
Vet)
Important
On average,
how many times do
V011 use this skill a
week? I lome
On the
Job
College/
UniversityMilitary
School,
K- 1 2
Sports or
Clubs
Can not
Identify
13.1 Develop objectivity I2 3 4 5 67 1 2 3 4 5 6 7
13.2 Explain the concepts of group
trust and systems orientation,
within and between teams I2 34 5 67 2 3 4 5 6 7
13.3 Develop initiative-taking and
observation skills 12 345 67 2 3 4 5 6 7
13.4 Satisfy customers' expectations 12 345 67 2 3 4 5 6 7
13.5Exhibit positive behavior 12 3 4 5 67 2 3 4 5 6 7
13.6 Demonstrate non-discriminatory
behavior I2 345 67 I 2 3 4 5 6 7
13.7 Work with team members I2 345 67 I 2 3 4 5 6 7
B.8 Complete a team task I2 34 5 67 I 2 3 4 5 6 7
13.9 Identify team expectations and
service responsibilities I2 345 67 2 3 4 5 6 7
13.10 Identify and explain diversity issues,
i.e. values, %vorkstyles, cultures I2 34 5 67 2 3 4 5 6 7
C. Information Skills.
C.1 Recognize unexpected results
(measurement or procedural). I2 34 5 67 2 3 4 5 6 7
C.2 Document activities immediately. I2 345 67 2 3 4 5 6 7
C.3 Forward information
appropriately I2 34 5 67 1 2 3 4 5 6 7
C.4 Assure confidentiality of
information I2 34 5 67 1 2 3 4 5 6 7
C.6Demonstrate understanding
and relevance of SOP's
(Standard Operating Procedures). I2 345 67 1 2 3 4 5 6 7
C.7 Read and comprehend written
documentation 12 34 5 67 1 2 3 4 5 6 7 C.8Communicate well with others. 12 345 67 1 2 3 4 5 6 7 C.9Use word processing 12 3456 7 1 2 3 4 5 6 7 C.10 Use computer spreadsheets I2 345 67 1 2 3 4 5 6 7C. II Perform computer file transfers
C. 12 Adapt to new technology
and applications
C.13 Use basic numerical concepts
such as whole numbers and
percentages in practical situations
C.14 Use charts to obtain or convey
quantitative information
C.15 Speak clearly and communicate
a message
C.16 Select an appropriate medium
for conveying a message
C.17 Follow oral instructions and
verbally explain procedures
accurately and clearly
C.I8 Measure and record weight
C.19 Perform simple operations of
basic mathematics
C.20 Evaluate outcomes
D. Systems Skills.
D 1 Recognize organizational structure
(chain of command)
1).2 Identify networking of people in
support of organizational effort .
E. Technology Skills.
E. I Demonstrate a basic knowledge
of computer architecture and uses
for computers
E2 Demonstrate good keyboarding
skills
E 3 Use electronic communications
techniques
(II.) (III.)
IMPORTAN '? HOW OFTEN WHERE DID YOU FIRST OBTAIN THESE SKILLS?
Not
Important
Moderately
Important
Very
Important
On average,
how many tunes do
you use this skill a
week? Home
On the
Job
College/
UniversityMilitary
School,
K-12
Sports or
Clubs
Can not
Identify
I 2 34 5 67 1 2 3 4 5 6 7
I 2 3 4 5 67 1 2 3 4 5 6 7
I 2 3 4 5 67 1 2 3 4 5 6 7
1 2 34 5 67 I 2 3 4 5 6 7
12 34 5 67 1 2 3 4 5 6 7
I2 3 4 5 67 1 2 3 4 5 6 7
I2 3 4 5 67 1 2 3 4 5 6 7
I2 34 5 6 7 I 2 3 4 5 6 7
I2 3 4 5 67
1 2 3 4 5 6 7
I 2 34 5 67 1 2 3 4 5 6 7
12 34 5 67 1 2 3 4 5 6 7
I 2 3 4 5 67 2 3 4 5 6 7
I2 34 5 67 1 2 3 4 5 6 7
I2 3 4 5 67 I 2 3 4 5 6 7
12 34 5 67
1 2 3 4 5 6 7IVHow many years have you been employed by this company?
1 0-5
2 6-10
3 11-15
4 16-20
5 >20
V. What is your age?
1 < 25
2 26-50
3 >51
VI. Are you:
1 MALE
2 FEMALE
VII. What is the highest educational level you have completed?
1 HIGH SCHOOL or GED or JOB TRAINING
2 TRADE SCHOOL
3 ASSOCIATES DEGREE
4 BACHELORS
5 MASTERS OR DOCTORAL
IIX. Did you attend a high school in Oregon?
1 YES
2 NO
IX. During high school, did you participate in a student
vocational organization? (VICA, DECA, FFA, FHA, FBLA,
HOSA, AOFC, etc.)
1 YES
2 NO
Which one of the following best represents your position of
employment?
1 FRONTLINE WORKER (primary tasks deal with
product or providing a service).
2 SUPERVISION/ADMINISTRATION (primary
tasks deal with supervising or activities besides
frontline production.)
XI. And how would you classify your Type of employment?
1 ARTS OR COMMUNICATIONS (fine arts,
journalism, foreign languages, advertising).
2 BUSINESS OR MANAGEMENT (sales, marketing,
hospitality and tourism, computer/information
systems, finance, accounting, economics).
3 HEALTH SERVICES (medicine, dentistry, nursing,
therapy, nutrition, fitness, hygiene)
4 INDUSTRIAL OR ENGINEERING (engineering,
mechanics and repair, manufacturing, precision
production and construction).
5 HUMAN RESOURCES (education, law public
administration, family services, religion).
6 NATURAL RESOURCE SYSTEMS (agriculture,
earth sciences, environmental sciences, fisheries,
forestry, horticulture, wildlife management).
XII. Have you every received military training?
1 YES
2 NO94
This page is available for your input concerning this survey, questions asked or questions that
you felt should have been asked. All responses will be kept confidential.
Once all section of the survey are completed, please fold and seal in the
attached envelope.95
1995-1996 Skills Survey:
Employability SkillsasDefined
by Oregon Worker Supervisors
and Administrators96
December 13, 1995
Dear Survey Participant,
Educators, employers, and employees face an increasingly difficult task of
teaching and learning the skills needed to be successful in today's job market.
As researchers at Oregon State University, we are looking for common skills
that all workers need and use for their employment. This information, when
collected, will provide employees, companies, and educators with a better
picture of what skills need to be taught to all workers.
As an employee of one of Oregon's largest companies, I am asking for your
help in deciding the importance of skills that you may or may not use
regularly. Please take about twenty minutes to respond to the enclosed
questionnaire and return it in the envelope provided. Your responses, together
with others, will be combined and used for statistical summaries only. Your
participation in this study is voluntary. Only a small sample of workers will
receive the questionnaire, so your participation is vital to the study.
The answers you provide are strictly confidential and special precautions have
been established to protect the confidentiality of your responses. Your
questionnaire will be destroyed once your responses have been tallied.
Thank you for your help. We appreciate your cooperation.
Wayne Fanno
Technical Education
Lee Cole
Department Head
Redacted for privacyThis survey is to determine how supervisors perceive the Skills of their employees. ANSWER SURVEYQUESTIONS I, II, AND III
FROM HOW YOU VIEW YOUR EMPLOYEES SKILL NEEDS, SKILL USAGE, AND BEST SOURCE OF SKILLS.
Direction:
1. Three questions are associated with each skill. Please circle one number that bestrepresents your response (for question #1 and
#3). DO NOT mark between the numbers. For question #2, please write theaverage number of times a week that you think the
skill listed is used. If you think the skill is used more than 100 time a week, just write down 100 +. See example below.
IMPORTANT? HOW OFTEN WI [ERE SHOULD EMPLOYEES OBTAIN l'IlESE SKILLS?
On average.
how many times do
Not Moderately Very employees use this On theCollege/ School.Spoils orCan not
ImportantImportant Important skill a week? HomeJobUniversityMilitaryK-12 ClubsIdentify
A. Resources Skills.
A.1 Follow schedules (r)2 34 5
A.2Practice self-starting techniques .. 1 2 345
Ty\ C..0 f re-LT- "\,._%
A.3 Demonstrate time saving habits . 1 2 345
AtAvoid procrastination I 2 380
A.5 Perform with cost awareness
and consciousness I 2 34 5
67
p 7
3
/00 r d).
)<67 /0-/C. 1
67 So 9t, I
/)7 750
2 3
2 3 4
2(71----D
2 3 ,i
2 30
5 6 7
5 6 7
5 6 7
5
5 6 6.5
2. After completing the skills survey, complete the personal information. This information is needed for classification of statistical
data. The last page is available for your input concerning this survey, questions asked or questions that you felt should have
been asked.
Once all sections of the survey are completed, please fold and seal in the attached envelope.Question I: On a scale of 1 to 7, do you consider the following skillsas Not Important, Moderately Important, or Very Important, as it relates to
your employees employment? CIRCLE ONLY ONE RESPONSE.
Question II: From 0 to 100, about how many times do each ofyour employees use the following skills per week ? FILL IN THE BLANK.
Question IIIWhere should employees obtain the skills listed below inpart III. CIRCLE ONLY ONE RESPONSE.
(I.) (IL)
IMPORTANT? 110W OFTEN WHERE SHOULD EMPLOYEES OBTAIN THESE SKILLS?
Not
Important
Moderately
Important
Very
Important
On average,
how many times do
employees use this
skill a week? Home
On the
Job
College/
UniversityMilitary
School,
K-12
Sports or
Clubs
Can not
Identify
A. Resources Skills.
A.1 Follow schedules 12 345 67 I 2 3 4 5 6 7 A.2Practice self-starting techniques 12 34 5 67 1 2 3 4 5 6 7 A.3Demonstrate time saving habits. 12 345 67 1 2 3 4 5 6 7 A.4Avoid procrastination 12 345 67 1 2 3 4 5 6 7 A.5Perform with cost awareness
and consciousness I2 34 5 67 1 2 3 4 5 6 7 A.6Demonstrate effective
use of resources 12 34 5 67 1 2 3 4 5 6 7 A.7Assess and report inventory
control 12 34 5 67 1 2 3 4 5 6 7 A.8Set high standards 12 345 67 2 3 4 5 6 7 A.9Maintain high standards of
attendance and punctuality 1 2 34 5 67 2 3 4 5 6 7 A. I () Set and monitor, well-defined
personal goals I 2 34 5 67 2 3 4 5 6 7 A.1 I Choose an ethical course of action
in all work assignments and
personal involvement with others. I 2 345 67 2 3 4 5 6 7 A.12 Prioritize and organize workload. 12 34 5 67 1 2 3 4 S 6 7 A.13 Comply with safety and health
noes /procedures 12 34 5 67 1 2 3 4 5 6 7 A.14Pay attention to detail 12 345 67 1 2 3 4 5 6 7 A.15 Provide feed back to supervisors. 12 34 S 67 1 2 3 4 5 6 7 A.16Recognize the necessity of
being a team member 12 3 45 67 1 2 3 4 5 6 7B. Interpersonal Skills.
(I.) (II.) (III.)
IMPORTANT? HOW OFTEN WHERE SHOULD EMPLOYEES OBTAIN THESE SK LLS?
Not
Important
Moderately
Important
Very
Important
On average,
how many times do
employees use this
skill a week? I-lome
On the
Job
College/
UniversityMilitary
School,
K- I 2
Spoils or
Clubs
Can not
Identify
BADevelop objectivity 12 34 5 67 1 2 3 4 5 6 7
B.2Explain the concepts of group
trust and systems orientation,
within and between teams 12 34 5 67 1 2 3 4 5 6 7
13.3Develop initiative-taking and
observation skills I2 345 67 2 3 4 5 6 7
13.4Satisfy customers' expectations 12 34 5 67 2 3 4 5 6 7
B.5Exhibit positive behavior 12 3456 7 I 2 3 4 5 6 7
13.6Demonstrate non-discriminatory
behavior I2 345 67 1 2 3 4 5 6 7
13.7Work with team members 12 3456 7 2 3 4 5 6 7
B.8Complete a team task 12 345 67 2 3 4 5 6 7
B.9Identify team expectations and
service responsibilities 12 3456 7 1 2 3 4 5 6 7
13.10Identify and explain diversity issues,
i.e. values, vorkstyles, cultures I2 34 5 67 1 2 3 4 5 6 7
C. Information Skills.
C.1 Recognize unexpected results
(measurement or procedural). . I2 345 67 2 3 4 5 6 7 C.2Document activities immediately. 12 345 67 2 3 4 5 6 7
C.3Forward information
appropriately 12 345 67 2 3 4 5 6 7
C.4Assure confidentiality of
information I2 345 67 2 3 4 5 6 7
C.5Demonstrate understanding
and relevance of SOP's
(Standard Operating Procedures). 12 345 67 2 3 4 5 6 7 C.6Read and comprehend written
documentation 12 3456 7 2 3 4 5 6 7 C.7Communicate well with others 12 3456 7 2 3 4 5 6 7 C.8Use word processing 12 345 67 2 3 4 5 6 7 C.9Use computer spreadsheets 12 345 67 2 3 4 5 6 7C.10 Perform computer file transfers .
C.1 I Adapt to new technology
and applications
C.12 Use basic numerical concepts
such as whole numbers and
percentages in practical situations
C.13 Use charts to obtain or convey
quantitative information
C.14 Speak clearly and communicate
a message
C. 15 Select an appropriate medium
for conveying a message
C.16 Follow oral instructions and
verbally explain procedures
accurately and clearly
C. 17 Measure and record weight
C.18 Perform simple operations of
basic mathematics
C.19 Evaluate outcomes
D. Systems Skills.
D. I Recognize organizational structure
(chain of command)
I).2 Identify networking of people in
support of organizational effort
E. Technology Skills.
E. I Demonstrate a basic krim,,ledge
of computer architecture and uses
for computers
E.2 Demonstrate good keyboarding
skills
E.3 Use electronic communications
techniques
(II.) (III.)
IMPORTANT'? HOW OFTEN WI IERE SHOULD EMP .0YEES OBTAIN 1.1 LESE SKILLS?
Not
Important
Moderately
Important
Very.
Important
On average,
how many times do
employees use this
skill a week? Home
On the
Job
College/
UniversityMilitary
School,
K-12
Sports or
Clubs
Can not
Identify
I 2 3 4 5 67 2 3 4 5 6 7
I 2 3 4 5 67 1 2 3 4 5 6 7
I 2 3 4 5 67 1 2 3 4 5 6 7
I 2 3 4 5 67 1 2 3 4 5 6 7
1 2 3 4 5 67 1 2 3 4 5 6 7
I 2 3 4 5 67 I 2 3 4 5 6 7
I 2 3 4 5 67 2 3 4 5 6 7
I 2 3 4 5 67 2 3 4 5 6 7
I 2 3 4 5 67 1 2 3 4 5 6 7
12 34 5 6 7 1 2 3 4 5 6 7
I 2 3 4 5 67 2 3 4 5 6 7
I 2 3 4 5 67 1 2 3 4 5 6 7
1 2 345 6 7 I 2 3 4 5 6 7
1 2 3 4 5 67 I 2 3 4 5 6 7
12 34 5 67 I 2 3 4 5 6 7IVHow many years have you been employed by this company?
1 0-5
2 6-10
3 11-15
4 16-20
5 >20
V. What is your age?
1 < 25
2 26-50
3 >51
VI. Are you:
1 MALE
2 FEMALE
VII. What is the highest educational level you have completed?
1 HIGH SCHOOL or GED or JOB TRAINING
2 TRADE SCHOOL
3 ASSOCIATES DEGREE
4 BACHELORS
5 MASTERS OR DOCTORAL
[IX. Did you attend a high school in Oregon?
1 YES
2 NO
IX. During high school, did you participate in a student
vocational organization? (VICA, DECA, FFA, FHA, FBLA,
HOSA, AOFC, etc.)
1 YES
2 NO
Which one of the following best represents your position of
employment?
1 FRONTLINE WORKER (primary tasks deal with
product or providing a service).
2 SUPERVISION/ADMINISTRATION (primary
tasks deal with supervising or activities besides
frontline production.)
XI. And how would you classify your type of employment?
1 ARTS OR COMMUNICATIONS (fine arts,
journalism, foreign languages, advertising).
2 BUSINESS OR MANAGEMENT (sales, marketing,
hospitality and tourism, computer/information
systems, finance, accounting, economics).
3 HEALTH SERVICES (medicine, dentistry, nursing,
therapy, nutrition, fitness, hygiene)
4 INDUSTRIAL OR ENGINEERING (engineering,
mechanics and repair, manufacturing, precision
production and construction).
5 HUMAN RESOURCES (education, law public
administration, family services, religion).
6. NATURAL RESOURCE SYSTEMS (agriculture,
earth sciences, environmental sciences, fisheries,
forestry, horticulture, wildlife management).
XII. Have you every received military training?
YES
2 NO
1102
This page is available for your input concerning this survey, questions asked or questions that
you felt should have been asked. All responses will be kept confidential.
Once all section of the survey are completed, please fold and seal in the
attached envelope.103
Appendix D. Results oft -test with significant differences. Hypothesis Ho4, differences in
perceptions of employability competencies relating to importance.
A.3Time Saving Habits
Standard 2-Tail
Mean Deviation t-valueSignificance
Frontline Worker
Supervisor
5.812 1.105
5.578 1.100
2.00 0.047
Status of Hypothesis Ho4:Reject
A.6Demonstrate Effective Use of Resources
Standard 2-Tail
Mean Deviation t-valueSignificance
Frontline Worker
Supervisor
5.807 1.098
5.549 1.118
2.19 0.029
Status of Hypothesis Ho,:Reject
A.12Organize Workload
Standard 2-Tail
Mean Deviation t-valueSignificance
Frontline Worker
Supervisor
6.254 0.944
5.911 1.031
3.24 0.001
Status of Hypothesis Ho,:Reject104
Appendix D, Continued
C.7Communicate Well with Others
Standard 2-Tail
Mean Deviation t-valueSignificance
Frontline Worker
Supervisor
6.555 0.670
6.349 0.874
2.46 0.014
Status of Hypothesis Ho4:Reject
D.1Recognize Organizational Structure (Chain of Command).
Standard 2-Tail
Mean Deviation t-valueSignificance
Frontline Worker
Supervisor
5.565 1.435
5.209 5.209
2.53 0.012
Status of Hypothesis Ho4:Reject105
Appendix E. ANOVA for groups defined by CAM Endorsement Areas,as to the
importance of specific employability skills. Multiple Range Tests: Tukey-HSD test with
significance level 0.050.
A.1Importance of Follow Schedules
Group CountMean'
Standard
DeviationF RatioProbability
Business or Management 56 6.41 0.86 2.91 0.021
Health Services 56 5.75 1.26
Industrial or Engineering 56 5.76 1.09
Human Resources 56 5.85 1.32
Natural Resource Systems 56 5.96 1.32
'Scale Values: 1.00-2.50 = Not Important
2.51-5.50 = Moderately Important
5.51-7.00 = Very Important
Group 1: Health Services, Industrial or Engineering, Human Resources, and Natural
Resource Systems.
Group 2: Human Resources, Natural Resource Systems, and Businessor Management.
A.5Perform with Cost Awareness and consciousness.
Group CountMean
Standard
DeviationF RatioProbability
Business or Management 56 5.64 1.29 2.511 0.042
Health Services 56 5.41 1.33
Industrial or Engineering 56 5.64 0.96
Human Resources 56 5.69 1.29
Natural Resource Systems 56 6.10 1.03
Sub-groupings
Group 1: Health Services, Industrial or Engineering, Human Resources, and Businessor
Management.
Group 2: Industrial or Engineering, Human Resources, and Business or Management.106
Appendix E, Continued
A.7Assess and Report Inventory Control
Group CountMean
Standard
DeviationF RatioProbability
Business or Management 54 4.88 1.63 4.477 0.001
Health Services 55 3.80 1.92
Industrial or Engineering 55 4.03 1.82
Human Resources 55 4.54 1.84
Natural Resource Systems 56 4.92 1.61
Sub-groupings
Group 1: Health Services, Industrial or Engineering, and Human Resources.
Group 2: Industrial or Engineering, Human Resources, Natural Resource Systems, and
Business or Management.
A.13Comply With Safety and Health Rules/Procedures.
Group CountMean
Standard
DeviationF RatioProbability
Business or Management 56 5.94 0.96 3.387 0.010
Health Services 54 5.53 1.50
Industrial or Engineering 56 5.87 1.31
Human Resources 56 5.83 1.44
Natural Resource Systems 55 6.41 1.03
Sub-groupings
Group 1: Health Services, Industrial or Engineering, Human Resources, and Business or
Management.
Group 2: Natural Resource Systems, Industrial or Engineering, Human Resources, and
Business or Management.107
Appendix E, Continued
A.14Pay Attention to Detail
Group CountMean
Standard
DeviationF RatioProbability
Business or Management 56 6.05 1.06 2.748 0.028
Health Services 55 6.34 0.77
Industrial or Engineering 56 5.89 1.00
Human Resources 56 6.39 0.80
Natural Resource Systems 56 6.05 1.16
Sub-groupings
Group 1: Business or Management, Natural Resource Systems, Health Services, and
Human Resources.
Group 2: Industrial or Engineering, Health Services, Natural Resource Systems, and
Business or Management.
A.15Provide Feedback to Supervisors.
Group CountMean
Standard
DeviationF RatioProbability
Business or Management 56 5.87 0.99 5.130 0.000
Health Services 54 5.46 1.04
Industrial or Engineering 55 5.34 1.14
Human Resources 56 5.67 1.32
Natural Resource Systems 56 6.19 1.03
Sub-groupings
Group 1: Health Services, Industrial or Engineering, Human Resources, and Businessor
Management.
Group 2: Natural Resource Systems, Human Resources, and Business or Management.108
Appendix E, Continued
B.4Satisfy Customers' Expectations
Group CountMean
Standard
DeviationF RatioProbability
Business or Management 56 6.73 0.58 3.026 0.018
Health Services 55 6.25 0.94
Industrial or Engineering 56 6.53 0.78
Human Resources 54 6.58 0.79
Natural Resource Systems 55 6.40 1.04
Sub-groupings
Group 1: Business or Management, Natural Resource Systems, Industrial or Engineering,
and Human Resources.
Group 2: Industrial or Engineering, Health Services, Natural Resource Systems, and
Human Resources.
B.5Exhibit Positive Behavior.
Group CountMean
Standard
DeviationF Ratio
F
Probability
Business or Management 56 6.62 0.58 4.723 0.001
Health Services 56 6.21 0.96
Industrial or Engineering 56 6.14 0.88
Human Resources 56 6.58 0.68
Natural Resource Systems 56 6.12 1.04
Sub-groupings
Group 1: Health Services, Industrial or Engineering, and Natural Resource Systems.
Group 2: Health Services, Human Resources, and Business or Management.109
Appendix E, Continued
C.2Document Activities Immediately
Group CountMean
Standard
DeviationF RatioProbability
Business or Management 56 4.91 1.71 4.664 0.001
Health Services 56 5.05 1.21
Industrial or Engineering 56 5.07 1.47
Human Resources 55 5.94 1.22
Natural Resource Systems 55 5.36 1.40
Sub-groupings
Group 1: Business or Management, Health Services, and Industrial or Engineering.
Group 2: Natural Resource Systems, and Human Resources.
C.3Forward Information Appropriately.
Group CountMean
Standard
DeviationF RatioProbability
Business or Management 56 6.00 1.07 4.838 0.000
Health Services 56 5.94 0.81
Industrial or Engineering 56 5.33 1.19
Human Resources 56 6.17 0.93
Natural Resource Systems 56 5.89 1.28
Sub-groupings
Group 1: Industrial or Engineering, and Natural Resource Systems.
Group 2: Health Services, Human Resources, Natural Resource Systems, and Business or
Management.110
Appendix E, Continued
C.4Assure Confidentiality of Information
Group CountMean
Standard
DeviationF RatioProbability
Business or Management 55 6.12 1.41 4.875 0.000
Health Services 56 6.58 0.68
Industrial or Engineering 56 5.80 1.39
Human Resources 55 6.48 0.93
Natural Resource Systems 55 5.83 1.47
Sub-groupings
Group 1: Business or Management, Natural Resource Systems, and Industrialor
Engineering.
Group 2: Health Services, Business or Management, and Human Resources.
C.5Demonstrate Understanding and Relevance of SOP's.
Group CountMean
Standard
DeviationF RatioProbability
Business or Management 54 6.14 1.03 2.700 0.031
Health Services 56 5.67 1.14
Industrial or Engineering 56 5.53 1.41
Human Resources 56 6.07 0.98
Natural Resource Systems 56 5.83 1.20
Sub-groupings
Group 1: Industrial or Engineering, Health Services, Human Resources, Natural Resource
Systems.
Group 2: Health Services, Human Resources, Natural Resource Systems, and Businessor
Management.111
Appendix E, Continued
C.8Use Word Processing
Group CountMean
Standard
DeviationF RatioProbability
Business or Management 55 3.63 1.98 4.262 0.002
Health Services 54 4.12 1.82
Industrial or Engineering 56 5.00 1.60
Human Resources 55 4.40 1.72
Natural Resource Systems 56 4.16 1.78
Sub-groupings
Group 1: Industrial or Engineering, Health Services, Human Resources, Natural Resource
Systems.
Group 2: Health Services, Human Resources, Natural Resource Systems, and Business or
Management.
C.9Use Computer Spreadsheets.
Group CountMean
Standard
DeviationF RatioProbability
Business or Management 55 3.36 1.79 3.147 0.014
Health Services 55 3.81 1.96
Industrial or Engineering 56 4.23 1.80
Human Resources 53 3.90 1.70
Natural Resource Systems 55 4.52 1.91
Sub-groupings
Group 1: Industrial or Engineering, Health Services, Human Resources, Natural Resource
Systems.
Group 2: Health Services, Human Resources, Industrial or Engineering, and Business or
Management.112
Appendix E, Continued
C.13Use Charts to Obtain or Convey Quantitative Information.
Group CountMean
Standard
DeviationF RatioProbability
Business or Management 56 3.67 1.87 6.416 0.000
Health Services 55 4.18 1.67
Industrial or Engineering 56 4.75 1.46
Human Resources 56 4.48 1.88
Natural Resource Systems 55 5.20 1.48
Sub-groupings
Group 1: Health Services, Human Resources, Business or Management.
Group 2: Health Services, Human Resources, Industrial or Engineering, and Business or
Management.
Group 3: Human Resources, Industrial or Engineering, and Natural Resource Systems.
C.17Measure and Record Weight.
Group CountMean
Standard
DeviationF RatioProbability
Business or Management 56 3.21 2.07 4.003 0.003
Health Services 56 3.30 2.08
Industrial or Engineering 56 3.53 2.04
Human Resources 55 3.30 2.08
Natural Resource Systems 55 4.56 2.08
Sub-groupings
Group 1: Health Services, Human Resources, Industrial or Engineering, and Business or
Management
Group 2: Industrial or Engineering, and Natural Resource Systems.113
Appendix E, Continued
D.1Recognize Organizational Structure (Chain of Command).
Group CountMean
Standard
DeviationF Ratio
F
Probability
Business or Management 55 5.87 1.03 6.232 0.000
Health Services 56 4.98 1.19
Industrial or Engineering 56 5.03 1.29
Human Resources 56 5.80 1.31
Natural Resource Systems 56 5.53 1.38
Sub-groupings
Group 1: Health Services, Industrial or Engineering, and Natural Resource Systems.
Group 2: Human Resources, Natural Resource Systems, and Business or Management.
C.17Measure and Record Weight.
Group CountMean
Standard
DeviationF Ratio
F
Probability
Business or Management 56 3.21 2.07 4.003 0.003
Health Services 56 3.30 2.08
Industrial or Engineering 56 3.53 2.04
Human Resources 55 3.30 2.08
Natural Resource Systems 55 4.56 2.08
Sub-groupings
Group 1: Health Services, Human Resources, Industrial or Engineering, and Business or
Management
Group 2: Industrial or Engineering, and Natural Resource Systems.114
Appendix F. Results oft -test with significant differences. Hypothesis Ho4, differences in
perceptions of employability competencies relating to frequency of use.
A.9Maintain High Standards of Attendance and Punctuality
Standard 2-Tail
Mean Deviation t-valueSignificance
Frontline Worker 40.83
Supervisor 30.09
39.46
33.32
2.75 0.006
Status of Hypothesis Ho4:Reject
A.10Set and Monitor, Well-defined Personal Goals
Standard 2-Tail
Mean Deviation t-valueSignificance
Frontline Worker
Supervisor
27.93 35.42
19.43 28.58
2.47 0.014
Status of Hypothesis Ho4:Reject
B.3Develop Observation Skills
Standard 2-Tail
Mean Deviation t-valueSignificance
Frontline Worker
Supervisor
40.69 38.24
32.02 34.36
/./1 0.027
Status of Hypothesis Ho,:Reject
C.2Document Activities Immediately
Standard 2-Tail
Mean Deviation t-valueSignificance
Frontline Worker
Supervisor
36.91 38.58
28.30 33.25
2.24 0.026
Status of Hypothesis Ho,:Reject115
Appendix G. ANOVA for groups defined by CAM Endorsement Areas, as to the weekly
use of specific employability skills. Multiple Range Tests: Tukey-HSD test with
significance level 0.050.
A.4Avoid Procrastination
Group CountMean'
Standard
DeviationF Ratio
F
Probability
Business or Management 53 31.92 34.99 3.758 0.005
Health Services 54 37.81 36.19
Industrial or Engineering 5522.69 27.34
Human Resources 5545.34 40.39
Natural Resource Systems 5326.84 30.28
Sub-groupings
Group 1: Health Services, Industrial or Engineering, Business or Management, and
Natural Resource Systems.
Group 2: Human Resources, Health Services, and Business or Management.
'Scale Values: Range from 0 to 100 times a week.
A.5Perform with Cost Awareness and Consciousness.
Group CountMean
Standard
DeviationF Ratio
F
Probability
Business or Management 5537.60 37.09 2.809 0.026
Health Services 5549.60 41.10
Industrial or Engineering 5525.85 31.80
Human Resources 5537.70 37.52
Natural Resource Systems 5537.56 37.59
Sub-groupings
Group 1: Health Services, Human Resources, Natural Resource Systems, and Business or
Management.
Group 2: Natural Resource Systems, Industrial or Engineering, Human Resources, and
Business or Management.116
Appendix G, Continued.
A.6Demonstrate Effective Use of Resources.
Group CountMean
Standard
DeviationF RatioProbability
Business or Management 5441.01 38.26 2.839 0.024
Health Services 5450.29 38.21
Industrial or Engineering 55 27.36 31.60
Human Resources 55 39.20 36.68
Natural Resource Systems 54 37.25 34.89
Sub-groupings
Group 1: Health Services, Human Resources, Natural Resource Systems, and Business or
Management.
Group 2: Natural Resource Systems, Industrial or Engineering, Human Resources, and
Business or Management.
A.8Set High Standards.
Group CountMean
Standard
DeviationF RatioProbability
Business or Management 5340.56 38.26 2.681 0.032
Health Services 5451.44 42.72
Industrial or Engineering 5532.74 33.94
Human Resources 54 54.41 42.58
Natural Resource Systems 5541.50 40.31
Sub-groupings
Group 1: Health Services, Human Resources, Natural Resource Systems, and Business or
Management.
Group 2: Natural Resource Systems, Industrial or Engineering, Health Services, and
Business or Management.117
Appendix G, Continued
A.10Set and Monitor, Well-defined Personal Goals.
Group CountMean
Standard
DeviationF Ratio
F
Probability
Business or Management 5321.47 29.24 2.605 0.036
Health Services 5529.58 37.74
Industrial or Engineering 55 12.89 18.78
Human Resources 5478.72 35.38
Natural Resource Systems 5628.76 36.02
Sub-groupings
No two groups are significantly different at the .050 level
A.12Prioritize and Organize Workload.
Group CountMean
Standard
DeviationF Ratio
F
Probability
Business or Management 5432.87 34.31 7.359 0.000
Health Services 55 59.23 38.34
Industrial or Engineering 5529.30 31.51
Human Resources 5452.29 39.71
Natural Resource Systems 55 34.18 36.92
Sub-groupings
Group 1: Industrial or Engineering, Natural Resource Systems, and Business or
Management.
Group 2: Natural Resource Systems, Human Resources, and Health Services.
Group 3: Health Services, and Human Resources.118
Appendix G, Continued
A.14Pay Attention to Detail.
Standard F
Group CountMeanDeviationF RatioProbability
Business or Management 5450.07 37.58 2.681 0.032
Health Services 5567.20 36.70
Industrial or Engineering 5549.63 37.04
Human Resources 5564.50 39.71
Natural Resource Systems 5452.38 39.42
Sub-groupings
No two groups are significantly different at the .050 level
A.15Provide Feedback to Supervisor.
Standard F
Group CountMeanDeviationF RatioProbability
Business or Management 5429.46 32.20 2.976 0.019
Health Services 5528.89 33.88
Industrial or Engineering 55 18.20 27.49
Human Resources 5536.96 36.84
Natural Resource Systems 55 38.03 39.38
Sub-groupings
Group 1: Industrial or Engineering, Health Services, and Business or Management.
Group 2: Natural Resource Systems, Business or Management, Human Resources, and
Health Services.119
Appendix G, Continued
A.16Recognize the Necessity of Being a Team Member
Group CountMean
Standard
DeviationF RatioProbability
Business or Management 54 50.07 37.58 2.681 0.032
Health Services 5567.20 36.70
Industrial or Engineering 5549.63 37.04
Human Resources 5564.50 39.71
Natural Resource Systems 5452.38 39.42
Sub-groupings
Group 1: Industrial or Engineering, Natural Resource Systems, and Business or
Management.
Group 2: Natural Resource Systems, Business or Management, Human Resources, and
Health Services.
B.2Explain the Concept of Group Trust and Systems orientation, Within and Between
Teams.
Group CountMean
Standard
DeviationF RatioProbability
Business or Management 54 16.11 23.89 2.341 0.055
Health Services 5420.64 33.45
Industrial or Engineering 55 11.23 21.32
Human Resources 5527.92 36.07
Natural Resource Systems 5620.83 32.55
Sub-groupings
Group 1: Industrial or Engineering, Natural Resource Systems, Health Services, and
Business or Management.
Group 2: Natural Resource Systems, Business or Management, Human Resources, and
Health Services.120
Appendix G, Continued
B.4Satisfy Costomers' Expectations
Group CountMean
Standard
DeviationF RatioProbability
Business or Management 53 75.83 35.94 7.950 0.000
Health Services 5566.90 39.42
Industrial or Engineering 5443.64 37.24
Human Resources 5471.09 39.17
Natural Resource Systems 5645.73 42.58
Sub-groupings
Group 1: Industrial or Engineering, and Natural Resource Systems.
Group 2: Health Services, Human Resources, and Business or Management.
B.5Exhibit Positive Behavior
Group CountMean
Standard
DeviationF RatioProbability
Business or Management 5470.27 39.33 5.781 0.000
Health Services 5665.60 36.38
Industrial or Engineering 5546.61 37.63
Human Resources 55 71.41 38.65
Natural Resource Systems 55 46.71 39.76
Sub-groupings
Group 1: Industrial or Engineering, Natural Resources Systems, and Health Services
Group 2: Business or Management, and Human Resources.121
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B.7Work With Team Members
Group CountMean
Standard
DeviationF RatioProbability
Business or Management 54 54.25 38.03 2.567 0.038
Health Services 56 53.35 37.87
Industrial or Engineering 5442.18 37.83
Human Resources 5458.72 40.69
Natural Resource Systems 55 39.41 37.38
Sub-groupings
No two groups are significantly different at the 0.050 level.
B.8Complete a Team Task
Group CountMean
Standard
DeviationF RatioProbability
Business or Management 5337.50 35.17 2.925 0.021
Health Services 5638.58 41.31
Industrial or Engineering 5422.85 34.76
Human Resources 5445.27 39.69
Natural Resource Systems 5629.35 35.93
Sub-groupings
Group 1: Industrial or Engineering, Natural Resource Systems, Business or Management,
and Health Services.
Group 2: Natural Resource Systems, Business or Management, Health Services and
Human Resources.Appendix G, Continued
B.9Identify Team Expectations and Service Responsibilities.
Group CountMean
Standard
DeviationF RatioProbability
Business or Management 5433.42 34.94 2.997 0.019
Health Services 56 28.41 38.18
Industrial or Engineering 53 18.69 29.48
Human Resources 55 38.21 36.24
Natural Resource Systems 5621.94 31.01
Sub-groupings
Group 1: Industrial or Engineering, Natural Resource Systems, Business or Management,
and Health Services.
Group 2: Natural Resource Systems, Business or Management, Health Services and
Human Resources.
C.2Document Activities Immediately
Group CountMean
Standard
DeviationF RatioProbability
Business or Management 5421.62 28.73 5.866 0.000
Health Services 5642.50 40.32
Industrial or Engineering 5426.38 33.03
Human Resources 55 50.85 43.63
Natural Resource Systems 56 32.51 33.71
Sub-groupings
Group 1: Business or Management, Industrial or Engineering, and Natural Resource
Systems.
Group 2: Industrial or Engineering, Natural Resource Systems, Health Services, and
Human Resources.
Group 3: Natural Resource Systems, Health Services, and Human Resources.123
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C.3Forward Information Appropriately
Group CountMean
Standard
DeviationF RatioProbability
Business or Management 54 32.25 32.13 5.024 0.000
Health Services 5645.53 37.25
Industrial or Engineering 5525.60 30.71
Human Resources 55 52.47 39.73
Natural Resource Systems 56 35.58 36.43
Sub-groupings
Group 1: Industrial or Engineering, Business or Management, and Natural Resource
Systems.
Group 2: Business or Management, Natural Resource Systems, Health Services, and
Human Resources.
Group 3: Natural Resource Systems, Health Services, and Human Resources.
C.4Assure Confidentiality of Information
Group CountMean
Standard
DeviationF RatioProbability
Business or Management 5434.00 38.05 7.813 0.000
Health Services 56 59.83 41.81
Industrial or Engineering 5425.70 34.09
Human Resources 55 49.38 40.45
Natural Resource Systems 55 29.01 39.79
Sub-groupings
Group 1: Industrial or Engineering, Natural Resource Systems, and Business
Group 2: Business or Management, Human Resources, and Health Services.
Group 3: Human Resources, and Health Services.124
Appendix G, Continued
C.4Demonstrate Understanding and Relevance of SOP's.
Group CountMean
Standard
DeviationF RatioProbability
Business or Management 53 57.45 38.33 7.920 0.021
Health Services 5552.27 41.45
Industrial or Engineering 5537.36 39.59
Human Resources 5452.35 40.63
Natural Resource Systems 5637.83 39.49
Sub-groupings
No two groups are significantly different at the 0.050 level.
C.6Read and Comprehend Written Documentation.
Group CountMean
Standard
DeviationF RatioProbability
Business or Management 54 55.37 40.17 3.414 0.009
Health Services 56 66.91 38.26
Industrial or Engineering 55 47.16 38.88
Human Resources 53 62.33 41.33
Natural Resource Systems 55 44.05 36.25
Sub-groupings
Group 1: Natural Resource Systems, Industrial or Engineering, Business or Management,
and Human Resources.
Group 2: Industrial or Engineering, Business or Management, Human Resources, and
Health Services.125
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C.8Use Word Processing.
Group CountMean
Standard
DeviationF RatioProbability
Business or Management 54 11.90 23.67 5.777 0.000
Health Services 5529.50 37.77
Industrial or Engineering 5431.74 35.87
Human Resources 54 31.11 36.20
Natural Resource Systems 56 12.51 18.97
Sub-groupings
Group 1: Business or Management, and Natural Resource Systems.
Group 2: Health Services, Human Resources, and Industrial or Engineering.
C.10Perform Computer File Transfer.
Group CountMean
Standard
DeviationF RatioProbability
Business or Management 54 5.92 15.13 3.848 0.004
Health Services 55 9.89 21.32
Industrial or Engineering 55 10.60 72.03
Human Resources 5521.96 31.77
Natural Resource Systems 56 9.58 21.07
Sub-groupings
Group 1: Business or Management, Natural Resource Systems, Health Services, and
Industrial or Engineering.
Group 2: Industrial or Engineering, and Human Resources.126
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C.18Perform Simple Operations of Basic Mathematics
Group CountMean
Standard
DeviationF Ratio
F
Probability
Business or Management 55 71.38 34.60 3.158 0.014
Health Services 56 51.82 40.32
Industrial or Engineering 55 50.83 41.40
Human Resources 55 47.81 39.46
Natural Resource Systems 56 54.05 38.54
Sub-groupings
Group 1: Human Resources, Industrial or Engineering, Health Services, and Natural
Resource Systems.
Group 2: Health Services, Natural Resource Systems, and Business or Management.
D.1Recognize Organizational Structure (Chain of Command).
Group CountMean
Standard
DeviationF Ratio
F
Probability
Business or Management 5332.33 34.73 3.076 0.016
Health Services 5527.58 29.82
Industrial or Engineering 54 16.90 25.12
Human Resources 5536.20 39.17
Natural Resource Systems 5624.07 32.67
Sub-groupings
Group 1: Industrial or Engineering, Health Services, Natural Resource Systems, and
Business or Management.
Group 2: Health Services, Natural Resource Systems, Business or Management, and
Human Resources.127
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E.2Demonstrate Good Keyboarding Skills
Group CountMean
Standard
DeviationF RatioProbability
Business or Management 5447.48 42.75 3.991 0.003
Health Services 54 55.55 43.12
Industrial or Engineering 5544.14 40.63
Human Resources 5443.98 40.05
Natural Resource Systems 5526.00 32.81
Sub-groupings
Group 1: Natural Resource Systems, Human Resources, and Industrial or Engineering.
Group 2: Human Resources, Industrial or Engineering, Business or Management, and
Health Services.
E.3Use Electronic Communications Techniques
Group CountMean
Standard
DeviationF RatioProbability
Business or Management 5328.94 35.62 3.458 0.009
Health Services 5242.32 40.19
Industrial or Engineering 53 32.71 36.36
Human Resources 5441.27 39.90
Natural Resource Systems 54 19.85 29.53
Sub-groupings
Group 1: Natural Resource Systems, Business or Management, and Industrial or
Engineering.
Group 2: Business or Management, Industrial or Engineering, Human Resources, and
Health Services.128
Appendix H.
Results of Goodman & Kruskal Tau with significant differences set at the 0.050 level.
Hypothesis Ho4, differences in perceptions of employability competencies relating to
where originally acquired. between frontline workers and supervisors. Hypothesis Ho3,
differences in perceptions of employability competencies relating to where originally
acquired, among CAM endorsement areas.
Due to the high number of skills that rejected the null hypothesis, all fifty skills
were included in this appendix.
The chart at the top of each page represents the results of a comparison between
frontline workers (black bars) and supervisors (white with black stripe bars). The numbers
at the top of the bars represent the number of responses for each category. by each group.
The matrix at the bottom of the page reports the respondents by CAM
endorsement area (columns) and where the skill was obtained (rows). The numbers
represent the number of responses for each skill. and is not the percentage.
The Goodman & Kruskal Tau significance of the chart and matrix is reported
below each, along with the status it's corresponding hypothesis.129
Appendix H
A.1Follow Schedules
Approximate Significance of Goodman & Kruskal Tau:0.041
Status of Hypothesis Ho4:Reject
Business HealthIndustryHuman R.Natural R. Total
Home 16 25 20 19 16 96
OTJ 17 20 26 12 25 100
College/ U 2 7 3 5 4 21
Military 2 1 3 3 1 13
K-12 30 26 27 15 15 113
Sports 1 1
Can Not I.D. 1 1 I 4 7
Approximate Significance of Goodman & Kruskal Tau:0.115
Status of Hypothesis Ho,:Retain130
Appendix H, Continued
A.2 Practice Self-starting Techniques.
Approximate Significance of Goodman & Kruskal Tau:0.000
Status of Hypothesis Ho4:Reject
Business HealthIndustryHuman R.Natural R. Total
Home 30 34 28 18 31 141
OTJ 19 13 13 18 17 80
CollegeiU 4 10 2_ 4 5 25
Military 1 2_
,-)_ 2 7
K-12 13 17 30 6 11 77
Sports 1 3 5 3 12
Can Not I.D. 1 1 4 2 1 9
Approximate Significance of Goodman & Kruskal Tau:0.001
Status of Hypothesis Ho3:Reject131
Appendix H, Continued
A.3 Demonstrate Time Saving Habits.
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Approximate Significance of Goodman & Kruskal Tau:0.073
Status of Hypothesis Ho4:Retain
Business HealthIndustryHuman R.Natural R. Total
Home 20 21 17 14 17 89
OTJ 24 34 27 22 34 141
College/U 6 10 14 6 5 41
Military 2 2 2 I 7
K-12 13 11 18 8 11 61
Sports 1 1
Can Not I.D. 2_ 4 1 3 10
Approximate Significance of Goodman & Kruskal Tau:0.662
Status of Hypothesis Ho3:Retain132
Appendix H, Continued
A.4 Avoid Procrastination
Approximate Significance of Goodman & Kruskal Tau:0.000
Status of Hypothesis Ho,:Reject
Business HealthIndustryHuman R.Natural R.
Home 27 31 35 23 25
OTJ 8 13 9 14 20
CollegeiU 4 7 6 6 7
Military 2 1 4 2- 1
K-12 25 22 20 9 10
Sports 1
Can Not I.D. 5 4 1 3
Approximate Significance of Goodman & Kruskal Tau:0.034
Status of Hypothesis Ho3:Reject
Total
141
64
30
10
86
1
13133
Appendix H, Continued
A.5 Perform with Cost Awareness and Consciousness
Approximate Significance of Goodman & Kruskal Tau:0.002
Status of Hypothesis Ho,:Reject
Business HealthIndustryHuman R.Natural R. Total
Home 19 20 12 18 21 100
OTJ 36 47 44 26 37 190
CollegeiU 3 8 7 6 7 31
Military 2 3 5
K-12 6 3 6 1 3 19
Sports I 1
Can Not I.D. 1 1 2 1 5
Approximate Significance of Goodman & Kruskal Tau:0.982
Status of Hypothesis Ho3:Retain134
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A.6 Demonstrate Effective Use of Resources
Approximate Significance of Goodman & Kruskal Tau:0.044
Status of Hypothesis Ho,:Reject
Business HealthIndustryHuman R.Natural R. Total
Home 17 12 14 14 9 66
OTJ 12 44 33 23 44 166
College/U 4 13 12 6 8 43
Military 2 1 5 3 11
K-12 18 7 14 9 6 54
Sports 1 1
_ Can Not I.D. 1 2 1 6
Approximate Significance of Goodman & Kruskal Tau:0.000
Status of Hypothesis Ho,:Reject135
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A.7 Assess and Report Inventory Control
Approximate Significance of Goodman & Kruskal Tau:0.105
Status of Hypothesis Ho4:Retain
Business HealthIndustryHuman R.Natural R. Total
Home 3 5 8 4 3 23
OTJ 51 57 53 44 51 256
Co llege/U 2_ 3 7 2 2 16
Military 2_ 1 4 3 1 11
K-12 5 2 2 2 8 19
Sports I 1
Can Not I.D. 4 9 6
Approximate Significance of Goodman & Kruskal Tau:0.297
Status of Hypothesis Ho 3 :Retain136
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A.8 Set High Standards
Approximate Significance of Goodman & Kruskal Tau:0.696
Status of Hypothesis Ho,:Retain
Business HealthIndustryHuman R.Natural R. Total
Home 34 39 42 31 33 179
OTJ 4 10 11 9 17 51
College/U 3 7 3 1 4 18
Military 2_ 1 2_ 4 2_ 11
K-12 16 15 13 8 9 61
Sports 4 1 3 1 1 10
Can Not I.D. 3 6 8 2 2_ 21
Approximate Significance of Goodman & Kruskal Tau:0.508
Status of Hypothesis Ho3 :Retain137
Appendix H, Continued
A.9 Maintain High Standards of Attendance and Punctuality
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High Standards of Attendance and Punctuality
Approximate Significance of Goodman & Kruskal Tau:0.041
Status of Hypothesis Ho4:Reject
Business HealthIndustryHuman R.Natural R. Total
Home 19 29 21 23 22 114
OTJ 13 15 14 9 28 79
College/U 2_ 4 7 3 16
Military 4 2 5 4 1 16
K-12 26 29 28 18 15 116
Sports 1 I 2
Can Not I.D. 1 2 3
Approximate Significance of Goodman & Kruskal Tau:0.004
Status of Hypothesis Ho3:Reject138
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A.10Set and Monitor. Well-defined Personal Goals
Approximate Significance of Goodman & Kruskal Tau:0.253
Status of Hypothesis Ho,:Retain
Business HealthIndustryHuman R.Natural R.
Home 38 34 35 27 38
OTJ 4 12 17 5 14
CollegeiU 7 12 6 8 6
Military 1 2 1
K-12 13 16 15 8 8
Sports 1 3 4 1
Can Not I.D. 3 4 3 1 1
Approximate Significance of Goodman & Kruskal Tau:0.173
Status of Hypothesis Ho3 :Retain
Total
172
52
39
4
60
9
12139
Appendix H, Continued
A.11 Choose an Ethical Course of Action
Approximate Significance of Goodman & Kruskal Tau:0.001
Status of Hypothesis Ho4:Reject
Business HealthIndustryHuman R.Natural R.
Home 35 43 36 27 31
OTJ 13 16 17 16 20
College/U 4 5 3 4 5
Military 1 2 2
K-12 12 12 17 5 9
Sports 1 1 3
Can Not I.D. 1 2_ 6 1 1
Approximate Significance of Goodman & Kruskal Tau:0.737
Status of Hypothesis Ho,:Retain
Total
172
82
21
5
55
5
11140
Appendix H, Continued
A.12Prioritize and Organize Workload
Approximate Significance of Goodman & Kruskal Tau:0.000
Status of Hypothesis Hod:Reject
Business HealthIndustryHuman R.Natural R. Total
Home 10 6 11 9 6 42
OTJ 32 41 39 23 46 181
College/U 5 12 11 8 5 41
Military 2 2 2 6
K-12 18 21 18 14 11 82
Sports 1
Can Not I.D. 0
Approximate Significance of Goodman & Kruskal Tau:0.062
Status of Hypothesis Ho3:Retain141
Appendix H, Continued
A.13 Comply With Safety and Health Rule/Procedures
Approximate Significance of Goodman & Kruskal Tau:0.026
Status of Hypothesis Ho,:Reject
Business HealthIndustryHuman R.Natural R. Total
Home 8 14 9 7 9 47
OTJ 45 47 60 40 50 242
College/U 4 2 I 7
Military 5 2 3 3 13
K-12 9 6 6 5 8 34
_ Sports 1 / 3
Can Not I.D. 4 2 6
Approximate Significance of Goodman & Kruskal Tau:0.391
Status of Hypothesis Ho,:Retain142
Appendix H, Continued
A.14 Pay Attention to Detail
Approximate Significance of Goodman & Kruskal Tau:0.000
Status of Hypothesis Ho4:Reject
Business Health
Home 16 16 16 17 11
OTJ 15 27 25 20 34
College/U 1 13 10 3 7
Military 3 1 5 3 3
K-12 26 21 23 11 12
Sports 1 1
Can Not I.D. 2_ / 3
Approximate Significance of Goodman & Kruskal Tau:0.001
Status of Hypothesis Ho3:Reject
IndustryHuman R.Natural R. Total
76
121
37
15
93
7143
Appendix H, Continued
A.15 Provide Feedback to Supervisors
Approximate Significance of Goodman & Kruskal Tau:0.000
Status of Hypothesis Ho,:Reject
Business HealthIndustryHuman R.Natural R. Total
Home 3 2 4 4 3 16
OTJ 49 64 63 45 59 280
CollegeiU 1 8 4 2_ 15
Military 3 2_ 1 3 2 11
K-12 9 3 9 2 4 27
Sports 1 1
Can Not I.D. 1 1
Approximate Significance of Goodman & Kruskal Tau:0.271
Status of Hypothesis Ho3:Retain144
Appendix H, Continued
A.16Recognize the Necessity of Being a Team Member
Approximate Significance of Goodman & Kruskal Tau:0.000
Status of Hypothesis Ho4:Reject
Business HealthIndustryHuman R.Natural R. Total
Home 11 7 7 9 8 42
OTJ 26 34 27 19 35 141
College/U 1 4 4 5 2_ 16
Military 5 1 3 4 2 15
K-12 11 19 16 8 12 66
Sports 13 13 24 10 9 69
Can Not I.D. 1 1 1 1 4
Approximate Significance of Goodman & Kruskal Tau:0.162
Status of Hypothesis Ho3:Retain145
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B.1 Develop Objectivity
Approximate Significance of Goodman & Kruskal Tau:0.000
Status of Hypothesis Ho4:Reject
Business HealthIndustryHuman R.Natural R. Total
Home 21 23 19 20 13 96
OTJ 17 21 18 12 12 90
College/U 5 20 16 8 14 63
Military 2 1 2 5
K-12 22 11 21 9 16 79
Sports 1 1
Can Not I.D. 4 8 1 17
Approximate Significance of Goodman & Kruskal Tau:0.025
Status of Hypothesis Ho3:Reject146
Appendix H, Continued
B.2 Explain the Concepts of Group Trust and Systems Orientation.
Approximate Significance of Goodman & Kruskal Tau:0.000
Status of Hypothesis Ho4:Reject
Business HealthIndustryHuman R.Natural R.
Home 6 1 3 4 7
OTJ 23 46 35 26 40
College/1J 11 16 13 5 8
Military 4 3 4 1
K -12 13 1 13 5 6
Sports 6 4 9 9 4
Can Not I.D. 8 8 5 3 3
Approximate Significance of Goodman & Kruskal Tau:0.001
Status of Hypothesis Ho3:Reject
Total
21
170
53
12
41
32
24147
Appendix H, Continued
B.3 Develop Initiative-taking and Observation Skills
Approximate Significance of Goodman & Kruskal Tau:0.000
Status of Hypothesis Hod:Reject
Business HealthIndustryHuman R.Natural R. Total
Home 11 16 15 17 9 68
OTJ 20 27 25 23 25 120
CollegeiU 7 16 13 1 8 45
Military 4 3 3 2 12
K-12 19 19 21 11 18 88
Sports 3 2 1 6
Can Not I.D. 2 2_ / 5 11
Approximate Significance of Goodman & Kruskal Tau:0.299
Status of Hypothesis Ho I:Retain148
Appendix H, Continued
B.4 Satisfy Customers Expectations
Approximate Significance of Goodman & Kruskal Tau:0.065
Status of Hypothesis Ho4:Retain
Business HealthIndustryHuman R.Natural R. Total
Home 2 1 6 4 6 19
OTJ 62 71 63 39 55 290
College/U 1 4 4 4 3 16
Military 1 1
K-12 2 2 8 3 4 19
Sports 1 1
Can Not I.D. 1 3 1 5
Approximate Significance of Goodman & Kruskal Tau:0.000
Status of Hypothesis Ho3:Reject149
Appendix H, Continued
B.5 Exhibit Positive Behavior
Approximate Significance of Goodman & Kruskal Tau:0.000
Status of Hypothesis Ho,:Reject
Business HealthIndustryHuman R.Natural R. Total
Home 38 44 48 33 32 195
OTJ 11 15 12 10 16 64
College/U 3 1 1 2_ 7
Military 3 1 1 3 1 9
K-12 11 10 10 8 12 51
Sports 3 1 3 2 9
Can Not I.D. 2 6 4 1 3 16
Approximate Significance of Goodman & Kruskal Tau:0.918
Status of Hypothesis Ho3:Retain150
Appendix H, Continued
B.6 Demonstrate Non-discriminatory Behavior
Approximate Significance of Goodman & Kruskal Tau:0.004
Status of Hypothesis Ho4:Reject
Business HealthIndustryHuman R.Natural R.
Home 33 46 46 31 32
OTJ 14 10 10 11 17
CollegeilJ 1 4 2 1 _-,
Military 2_ 1 3 3 1
K-12 14 14 15 6 9
Sports 1 2_ 3 1
Can Not I.D. 3 4 2 5
Approximate Significance of Goodman & Kruskal Tau:0.565
Status of Hypothesis Ho3:Retain
Total
188
62
10
10
58
7
14151
Appendix H, Continued
B.7 Work With Team Members
Approximate Significance of Goodman & Kruskal Tau:0.000
Status of Hypothesis Ho,:Reject
Business HealthIndustryHuman R.Natural R.
Home 6 9 7 7 6
OTJ 27 29 28 20 38
College/U 1 4 4 4 1
Military 4 2 4 3 3
K-12 18 20 19 10 12
Sports 12 15 15 12 7
Can Not I.D. 2
Approximate Significance of Goodman & Kruskal Tau:0.266
Status of Hypothesis Ho3:Retain
Total
35
142
14
16
79
61152
Appendix H, Continued
B.8 Complete a Team Task
Approximate Significance of Goodman & Kruskal Tau:0.000
Status of Hypothesis Ho4:Reject
Business HealthIndustryHuman R.Natural R. Total
Home 5 8 5 6 4 28
OTJ 24 32 31 17 40 144
College/U 1 7 2 5 2 17
Military 4 2 3 4 2 15
K-12 21 22 22 12 12 89
Sports 11 7 14 9 8 49
Can Not I.D. 1 2 1 4
Approximate Significance of Goodman & Kruskal Tau:0.0288
Status of Hypothesis Ho3:Reject153
Appendix H, Continued
B.9 Identify Team Expectations and Service Responsibilities
Approximate Significance of Goodman & Kruskal Tau:0.007
Status of Hypothesis Ho4:Reject
Business HealthIndustryHuman R.Natural R. Total
Home 3 2 3 5 1
OTJ 35 52 43 25 44
Co llegeiU 1 5 6 6 1
Military 3 4 3 1
K-12 12 11 14 6 11
Sports 10 3 8 8 6
Can Not I.D. 3 6 2 2
Approximate Significance of Goodman & Kruskal Tau:0.029
Status of Hypothesis Ho3:Reject
14
199
19
11
54
35
14154
Appendix H, Continued
B.10 Identify and Explain Diversity Issues
Approximate Significance of Goodman & Kruskal Tau:0.000
Status of Hypothesis Ho4:Reject
Business HealthIndustryHuman R.Natural R.
Home 17 11 18 16 11
OTJ 16 33 27 17 28
Co llegei U 10 13 13 7 11
Military 1 1 4 1
K-12 17 13 15 7 5
Sports 1 1 1
Can Not 1. D. 5 10 7 4 11
Approximate Significance of Goodman & Kruskal Tau:0.075
Status of Hypothesis Ho3:Retain
Total
73
121
54
7
57
3
37155
Appendix H, Continued
C.1 Recognize Unexpected Results
Approximate Significance of Goodman & Kruskal Tau:0.025
Status of Hypothesis Ho,:Reject
Business HealthIndustryHuman R.Natural R. Total
Home 8 2 4 4 1 19
OTJ 35 37 39 31 35 177
CollegeiU 5 24 13 8 16 66
Military 2 1 3 2 8
K-12 13 8 17 7 11 56
Sports 1 1
Can Not I.D. 5 6 4 3 3 21
Approximate Significance of Goodman & Kruskal Tau:0.078
Status of Hypothesis Ho3:Retain156
Appendix H, Continued
C.2 Document Activities Immediately
Approximate Significance of Goodman & Kruskal Tau:0.000
Status of Hypothesis Ho,:Reject
Business HealthIndustryHuman R.Natural R. Total
Home 2... 1 2 1 6
OTJ 38 49 49 31 48 215
Co llege/U 3 18 12 10 5 48
Military 4 4 3 2 13
K-12 13 8 13 8 9 51
Sports 1
Can Not I.D. 6 3 1 2 13
Approximate Significance of Goodman & Kruskal Tau:0.035
Status of Hypothesis Ho3:Reject157
Appendix H, Continued
C.3 Forward Information Appropriately
Approximate Significance of Goodman & Kruskal Tau:0.121
Status of Hypothesis Ho4:Retain
Business HealthIndustryHuman R.Natural R. Total
Home 10 4 7 5 3 29
OTJ 39 55 59 36 51 240
College/ U 1 10 4 7 12
Military 3 2 3 3 1 12
K-12 12 8 6 4 9 39
Sports 1 1 1 3
Can Not I.D. 2_ 1 2_ 6
Approximate Significance of Goodman & Kruskal Tau:0.014
Status of Hypothesis Ho3:Reject158
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C.4 Assure Confidentiality of Information
Approximate Significance of Goodman & Kruskal Tau:0.979
Status of Hypothesis Ho4:Retain
Business HealthIndustryHuman R.Natural R. Total
Home 25 11 14 16 17 83
OTJ 27 49 52 28 37 193
College/U 1 12 3 16
Military 5 2 6 4 17
K-12 6 5 7 3 7 28
Sports 1
Can Not I.D. 3 1 3 1 4
Approximate Significance of Goodman & Kruskal Tau:0.000
Status of Hypothesis Ho3:Reject159
Appendix H, Continued
C.5 Demonstrate Understanding and Relevance of SOP's
Approximate Significance of Goodman & Kruskal Tau:0.404
Status of Hypothesis Ho4:Retain
Business HealthIndustryHuman R.Natural R. Total
Home 3 3 5 4 15
OTJ 53 63 57 38 49 260
CollegeiU 4 1 2_ 1 8
Military 4 1 8 6 3 -,-,
K-12 7 8 11 3 8 34
Sports 0
Can Not I.D. 2 2 2 1 3 10
Approximate Significance of Goodman & Kruskal Tau:0.215
Status of Hypothesis Ho3:Retain160
Appendix H, Continued
C.6 Read and Comprehend Written Documentation
Approximate Significance of Goodman & Kruskal Tau:0.000
Status of Hypothesis Ho,:Reject
Business HealthIndustryHuman R.Natural R. Total
Home 2 3 9 6 4 24
OTJ 8 17 15 15 16 71
College/U 9 16 7 8 13 53
Military 2 2 2 3 9
K-12 45 41 48 23 33 190
Sports 1 1
Can Not I.D. 1 1
Approximate Significance of Goodman & Kruskal Tau:0.008
Status of Hypothesis Ho3:Reject161
Appendix H, Continued
C.7 Communicate Well With Others
Approximate Significance of Goodman & Kruskal Tau:0.000
Status of Hypothesis Ho4:Reject
Business HealthIndustryHuman R.Natural R. Total
Home 21 18 24 21 14
OTJ 5 12 11 11 15
College/U 6 12 6 3 13
Military 3 2 2
K-12 26 29 33 18 17
Sports 2 1 1 3
Can Not I.D. 1 4 4 3
Approximate Significance of Goodman & Kruskal Tau:0.062
Status of Hypothesis Ho3:Retain
98
54
40
7
123
7
12162
Appendix H, Continued
C.8 Use Word Processing
Approximate Significance of Goodman & Kruskal Tau:0.000
Status of Hypothesis Ho4:Reject
Business HealthIndustryHuman R.Natural R. Total
Home 1 3 2 7 3 16
OTJ 15 30 27 10 21 103
College/U 20 20 13 14 18 85
Military 1 1 1 3
K-12 22 20 34 16 13 105
Sports 1 1
Can Not I.D. 6 5 2_ 3 10
Approximate Significance of Goodman & Kruskal Tau:0.002
Status of Hypothesis Ho3 :Reject163
Appendix H, Continued
C.9 Use Computer Spreadsheets
Approximate Significance of Goodman & Kruskal Tau:0.000
Status of Hypothesis Ho,:Reject
Business HealthIndustryHuman R.Natural R. Total
Home 3 2_ 5 1 I1
OTJ 16 33 26 12 24 111
College/U 18 12 20 16 22 98
Military 1 1 1
K-12 21 8 23 13 10 75
Sports 1 1
Can Not I.D. 10 9 6 4 9 38
Approximate Significance of Goodman & Kruskal Tau:0.012
Status of Hypothesis Ho,:Reject164
Appendix H, Continued
C.10 Perform Computer File Transfers
Approximate Significance of Goodman & Kruskal Tau:0.000
Status of Hypothesis Ho4:Reject
Business HealthIndustryHuman R.Natural R. Total
Home 4 1 1 4 2 12
OTJ 18 36 35 23 29 141
Co llege/U 19 20 17 11 16 83
Military 1 1 1 3
K-12 13 6 19 8 10 56
Sports 0
Can Not I.D. 11 14 8 7 9 49
Approximate Significance of Goodman & Kruskal Tau:0.224
Status of Hypothesis Ho3:Retain165
Appendix H, Continued
C.11 Adapt to New Technology and Applications
Approximate Significance of Goodman & Kruskal Tau:0.000
Status of Hypothesis Ho,:Reject
Business HealthIndustryHuman R.Natural R.
Home 1 1 7 4 3
OTJ 42 55 43 27 45
CollegeiU 9 12 14 10 10
Military 1 2 1 1
K-12 7 7 14 11 8
Sports
Can Not I.D. 8 2 2 2 1
Approximate Significance of Goodman & Kruskal Tau:0.032
Status of Hypothesis Ho,:Reject
Total
16
212
55
5
47
0
15166
Appendix H, Continued
C.12 Use Basic Numerical Concepts in Practical Situations
Approximate Significance of Goodman & Kruskal Tau:0.000
Status of Hypothesis Ho,:Reject
Business HealthIndustryHuman R.Natural R. Total
Home 3 3 4 3 7 20
OTT 14 13 12 12 16 67
College/U 4 15 7 3 11 40
Military 1 1 2
K-12 44 47 55 36 31 213
Sports 0
Can Not I.D. 1 2 1 2 6
Approximate Significance of Goodman & Kruskal Tau:0.015
Status of Hypothesis Ho3:Reject167
Appendix H, Continued
C.13 Use Charts to Obtain or Convey Quantitative Information
Approximate Significance of Goodman & Kruskal Tau:0.000
Status of Hypothesis Ho,:Reject
Business HealthIndustryHuman R.Natural R. Total
Home 4 1 3 1 1 10
OTJ 14 30 20 18 29 111
College/U 11 24 26 14 15 90
Military 1 1 1 3
K-12 27 -,-, 27 18 20 114
Sports 0
Can Not I.D. 8 2 5 3 18
Approximate Significance of Goodman & Kruskal Tau:0.027
Status of Hypothesis Ho3:Reject168
Appendix H, Continued
C.14 Speak Clearly and Communicate a Message
Approximate Significance of Goodman & Kruskal Tau:0.000
Status of Hypothesis Ho4:Reject
Business HealthIndustryHuman R.Natural R. Total
Home 17 22 20 15 13
OTJ 10 14 13 11 19
College/U 3 10 8 5 9
Military 3 1 2 2
K-12 32 31 35 18
Sports 1 2
Can Not I.D. 1 1 3 1
Approximate Significance of Goodman & Kruskal Tau:0.540
Status of Hypothesis Ho3:Retain
1")
1
87
67
35
8
138
3
7169
Appendix H, Continued
C.15 Select an Appropriate Medium for Conveying a Message
Approximate Significance of Goodman & Kruskal Tau:0.000
Status of Hypothesis Ho4:Reject
Business HealthIndustryHuman R.Natural R. Total
Home 11 6 12 8 3 40
OTJ 25 38 29 27 31 150
College/U 4 16 13 5 12 50
Military 1 1 3 1 6
lc 12 21 16 /1 10 17 86
Sports 1 1
Can Not I.D. 3 3 4 2 16
Approximate Significance of Goodman & Kruskal Tau:0.159
Status of Hypothesis Ho3:Retain170
Appendix H, Continued
C.16 Follow Oral Instructions and Verbally Explain Procedures
Approximate Significance of Goodman & Kruskal Tau:0.000
Status of Hypothesis Ho,:Reject
Business HealthIndustryHuman R.Natural R. Total
Home 16 8 16 13 10 63
OTJ 19 23 13 16 30 101
College/11 3 12 10 9 8 42
Military 3 1 2_ /_ 10
K-12 25 32 37 14 18 126
Sports 1 2 1 4
Can Not I.D. 1 2 . 1 4
Approximate Significance of Goodman & Kruskal Tau:0.000
Status of Hypothesis Ho,:Reject171
Appendix H, Continued
C.17Measure and Record Weight
Approximate Significance of Goodman & Kruskal Tau:0.000
Status of Hypothesis Ho4:Reject
Business HealthIndustryHuman R.Natural R. Total
Home 9 5 6 7 4 31
OTJ 12 15 16 12 26 81
CollegeiU 9 5 4 5 23
Military 1 1
K-12 25 28 47 26 28 154
Sports 1 1
Can Not I.D. 16 16 6 2 4 44
Approximate Significance of Goodman & Kruskal Tau:0.000
Status of Hypothesis Ho,:Reject172
Appendix H, Continued
C.18 Perform Simple Operations of Basic Math
Approximate Significance of Goodman & Kruskal Tau:0.000
Status of Hypothesis Ho,:Reject
Business HealthIndustryHuman R.Natural R. Total
Home 9 5 3 5 8 30
OTJ 7 9 6 8 12 42
College/U 2 7 2 2 7 20
Military 1 1
K-12 47 56 69 40 41 253
Sports 1 1
_ Can Not I.D. 1
Approximate Significance of Goodman & Kruskal Tau:0.001
Status of Hypothesis Ho3:Reject173
Appendix H, Continued
C.19 Evaluate Outcomes
Approximate Significance of Goodman & Kruskal Tau:0.000
Status of Hypothesis Ho,:Reject
Business HealthIndustryHuman R.Natural R. Total
Home 11 6 6 5 7 35
OTJ 23 30 29 19 31 132
College/U 4 25 13 12 11 65
Military 2 1 2 5
K-12 20 12 30 15 15 92
Sports I 1 2
Can Not I.D. 7 5 3 2 2 19
Approximate Significance of Goodman & Kruskal Tau:0.002
Status of Hypothesis Ho3:Reject174
Appendix H, Continued
D.1 Recognize Organizational Structure (Chain of Command)
Approximate Significance of Goodman & Kruskal Tau:0.454
Status of Hypothesis Ho4:Retain
Business HealthIndustryHuman R.Natural R.
Home 12 5 10 11 9
OTJ 35 63 48 24 44
CollegeiU 1 3 1 4 /_
Military 6 4 10 4 7
K-12 10 5 10 8 3
Sports 2_ 3
Can Not I.D. 2_ 1
Approximate Significance of Goodman & Kruskal Tau:0.000
Status of Hypothesis Ho3:Reject
Total
47
214
11
31
36
5
6175
Appendix H, Continued
D.2 Identify Networking of People in Support of Organizational efforts
Approximate Significance of Goodman & Kruskal Tau:0.119
Status of Hypothesis 1-104:Retain
Business HealthIndustryHuman R.Natural R.
Home 4 1 4 2 5
OTJ 31 67 53 29 42
College/U 6 2 8 7 6
Military 4 2 4 1
K-12 9 4 7 8 5
Sports 3 1 2 5 1
Can Not I.D. 7 5 5 1 6
Approximate Significance of Goodman & Kruskal Tau:0.000
Status of Hypothesis Ho3:Reject
Total
16
111
29
11
33
12176
Appendix H, Continued
E.1 Demonstrate a Basic Knowledge of Computer Architecture and Uses
Approximate Significance of Goodman & Kruskal Tau:0.000
Status of Hypothesis Ho4:Reject
Business HealthIndustryHuman R.Natural R. Total
Home 4 3 1 4 1 13
OTJ 20 40 30 12 25 127
College/U 15 21 21 11 25 93
Military 1 1 1 3
K-12 21 11 24 21 7 84
Sports 1 1
Can Not I.D. 5 3 4 6 7 25
Approximate Significance of Goodman & Kruskal Tau:0.000
Status of Hypothesis Ho3:Reject177
Appendix H, Continued
E.2 Demonstrate Good Keyboarding Skills
Approximate Significance of Goodman & Kruskal Tau:0.000
Status of Hypothesis Ho4:Reject
Business HealthIndustryHuman R.Natural R.
Home 3 3 1 6 1
OTJ 20 34 21 12 25
College/U 7 12 10 9 14
Military 1 1 1
K-12 33 28 44 23 20
Sports 1 1
Can Not I.D. 2_ 3 5 6
Approximate Significance of Goodman & Kruskal Tau:0.000
Status of Hypothesis Ho3:Reject
Total
14
112
52
3
148
16178
Appendix H, Continued
E.3 Use Electronic Communications Techniques
Approximate Significance of Goodman & Kruskal Tau:0.000
Status of Hypothesis Ho4:Reject
Business HealthIndustryHuman R.Natural R. Total
Home 3 5 2_ 5 5 20
OTJ 36 49 43 23 36 187
College/U 9 15 14 9 15 62
Military 1 2_ 1 1 5
K-12 13 7 17 11 5 53
Sports 0
Can Not I.D. 5 2_ 3 6 5 21
Approximate Significance of Goodman & Kruskal Tau:0.149
Status of Hypothesis Ho3:Retain